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SECTION 1: INTRODUCTION 


MISSION 


The Department of Labor fosters and promotes the welfare of the job seekers, wage earners, and 
retirees of the United States by improving their working conditions, advancing their opportunities 
for profitable employment, protecting their retirement and health care benefits, helping 
employers find workers, strengthening free collective bargaining, and tracking changes in 
employment, prices and other national economic measurements. In carrying out this mission, the 
Department administers a variety of federal labor laws including those that guarantee workers’ 
rights to safe and healthful working conditions; a minimum hourly wage and overtime pay; 
freedom from employment discrimination, unemployment insurance; and other income support. 


VISION 


We will promote the economic well-being of workers and their families, help them share in the 
American dream through rising wages, pensions, health benefits and expanded economic 
opportunities and foster safe and healthful workplaces that are free from discrimination. 


THE DEPARTMENT 


As an organization with diverse functions, the Department's mission is carried out by a number 
of offices and agencies which are organized into major program areas, and headed by an 
Assistant Secretary or other official. Program areas are administered through a network of 
regional offices and a series of field, district, and area offices, and many are carried out through 
local-level grantees and contractors. The Department's Strategic Plan demonstrates how these 
diverse, cross-cutting functions are integrated and linked to support the goals of the Department. 
The key agencies and their missions are: 


Employment and Training Administration (ETA): To contribute to the more efficient and 
effective functioning of the U.S. labor market by providing high-quality. job training, 
employment services to low-income and dislocated workers, labor market information, and 
income maintenance services primarily through State and local workforce investment systems. 


Pension and Welfare Benefits Administration (PWBA): To protect the pension, health, and 
other welfare benefits of the over 150 million participants and beneficiaries in private-sector 
employee benefit plans. 


Pension Benefit Guaranty Corporation (PBGC): To protect retirement-plan participants’ 
pension benefits and support a healthy retirement plan system by encouraging the continuation 
and maintenance of private pension plans; protecting pension benefits in ongoing plans; 
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providing timely payments of benefits in the case of terminated pension plans; and making the 
maximum use of resources and maintaining premiums and operating costs at the lowest levels 
consistent with statutory responsibilities. 


Employment Standards Administration (ESA): To enhance the welfare and protect the 
rights, generate equal employment opportunity, and safeguard union democracy and financial 
integrity for American workers by promoting compliance with the various laws that it 
administers; and to provide the best possible program for income replacement, medical 
treatment, and rehabilitation for injured federal workers, longshore workers, and miners. 


Occupational Safety and Health Administration (OSHA): In 1970, Congress established the 
Occupational Safety and Health Administration (OSHA). As defined in its enabling legislation, 
P. L. 91-596, the Occupational Safety and Health Act of 1970, OSHA’s mission is to “Assure so 
far as possible every working man and woman in the Nation safe and healthful working 
conditions.” This mandate includes such strategies as rulemaking, enforcement, compliance 
assistance, outreach, and partnerships to enable employers to maintain safe and healthful 
workplaces. 


Mine Safety and Health Administration (MSHA): To protect the safety and health of the 
Nation's miners by determining compliance with federal safety and health standards through 
inspections and investigations and working cooperatively with the mining industry, labor, and the 
States to improve training programs aimed at preventing accidents and occupationally caused 
diseases. 


Bureau of Labor Statistics (BLS): To produce, analyze, and disseminate essential and accurate 
statistical data in the field of labor economics to the American public, the U.S. Congress, other 
federal agencies, State and local governments, business, and labor. 


Office of the Solicitor (SOL): To ensure that the Nation's labor laws are forcefully and fairly 
applied in implementing the priority enforcement initiatives of and defending the actions taken 
by the Department; and to advise agency officials on legal matters, including the development of 
regulations, standards, and legislation. 


Bureau of International Labor Affairs (ILAB): To carry out the Secretary's international 
responsibilities, develop Departmental policy and programs relating to international labor 
activities, and coordinate Departmental international activities involving other U.S. Government 
agencies, intergovernmental organizations, and non-governmental organizations. 


Office of the Assistant Secretary for Administration and Management (OASAM): To 
provide service, policy guidance and assistance to the Secretary of Labor on matters relating to 
DOL’s budget, human resources, information technology, electronic communications, 
management, and administration; provide centralized administrative and support services to DOL 
agencies and their employees; and ensure compliance with nondiscrimination statutes. 
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Women's Bureau (WB): Jo promote the welfare of wage-earning women, improve their 
working conditions, and advance their opportunities for profitable employment. The Women's 
Bureau also represents working women in the public policy process and serves as an advocate to 
ensure that employment-related policies address the needs and concerns of women in the labor 
force. 


Office of the Chief Financial Officer (OCFO): To provide high-integrity financial 
information, policy, services, and products in support of the Department's mission to prepare and 
protect American workers. 


Veterans’ Employment and Training Service (VETS): To help Veterans, Reservists, and 
National Guard members in securing and maintaining employment and the rights and benefits 
associated with employment. 


Office of the Inspector General (OIG): To serve the American worker and taxpayer by 
conducting audits, investigations, and evaluations that result in improvements in the 
effectiveness, efficiency, and economy of Departmental programs and operations; prevent fraud 
and abuse in DOL programs and labor racketeering in the American workplace; and provide 
advice to the Secretary and the Congress on how to attain the highest possible program 
performance. 


An organization chart of the Department of Labor follows: 
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SECTION 2: THE CHANGING WORKFORCE AND 
WORKPLACE 


The American economy is in better health than it has been in three decades. Twenty-two million 
new jobs have been created since 1993, and the unemployment rate fell to 3.9% in April 2000 
(the lowest rate in 30 years), yet inflation remains moderate. Real median weekly earnings for 
both men and women rose during the last three years. Further, the Bureau of Labor Statistics 
(BLS) reports that 81% of the new 
jobs created from 1993 to late-1999 


Unemployment rate, Jan. 1990 - Aug. 2000 were in categories paying above- 
(seasonally adjusted) median wages, and 65% were in job 
Be gence oneenetae categories with wages in the 
7.5 + | highest-paying third of industry/ 
7.0 + occupation categories. The overall 
6.5 | ‘| level of occupational injuries and 
a i || illness is at an all time low. The 
a Mv _| number of welfare recipients has 
ae declined by 49% since August 1996. 
4.0 +— Sea aD 
0 This record of achievement has 
1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 occurred while the American 
workforce has undergone a dramatic 
Not Armcenion oud Aupu 1990 March 1991, Broa in series in January 1994s de tothe ndesinofteuney. | transformation. It has become 


increasingly dominated by service 
and white-collar occupations. 
Manufacturing employment as a share of our total workforce is projected to continue to decline 
in the 21st century. Small business has become an ever more vital engine of job creation; in 
1998, small firms with fewer than 500 workers employed 58% of private sector workers. 


The labor force will expand, albeit more slowly, but minorities and women will continue to 
represent an ever increasing share. Sixty percent of women 16 years and over are now in the 
labor force and account for 47% of America’s 140 million workers. Three-fifths of women with 
children under age 3 were in the labor force in 1999. While nearly three-fourths of the labor 
force will remain non-Hispanic white by 2008, African Americans, Hispanics, Asians and other 
minorities are projected to account for 59% of new workers between 1998 and 2008. 
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Projected Labor Force Changes by Race and Ethnicity 


J 


Level* Percent Change | Percent of Total 
Group 

1998 2008 1998-2008 2008 
Total 137,673 154,576 12.3 100.0 
Black 15,982 19,101 19.5 12.4 
Asian & other** 6,278 8,809 40.3 5.7 
Hispanic origin 14,317 19,585 36.8 12.7 
White non-Hispanic 101,767 109,216 7.3 70.7 


* Data in thousands 
** Group includes (1) Asians and Pacific Islanders and (2) American Indians and Alaska Natives. 
Note: Data do not sum to 100% because those of Hispanic origin may be of any race. 


As shown above, the labor force is becoming increasingly diverse, with the greatest percent 
increases in the Asian and Hispanic labor force. The age distribution of the labor force is also 
displayed, demonstrating that the labor force is increasingly becoming older. 


Projected Labor Force Changes by Age 


Level” Percent Chan Percent of Total 
Group 

1998 2008 1998-2008 2008 
Total 137,673 154,576 12.3 100.0 
16 to 24 years 21,894 25,210 15.1 16.3 
25 to 54 years 98,718 104,133 5.5 67.4 
55 to 64 years 13,215 20,588 55.8 13.3 
65 and older 3,847 4,645 20.7 3.0 


* Data in thousands 


The nature of work is also changing. Since the late 1960's, we have seen a slight increase in the 
proportion of jobs that are part-time. Also, a growing portion of the workforce is paid for work 
done at home; in 1997, 3.6 million wage and salary workers — about 3.3 percent of all wage and 
salary workers — were paid for the work they did at home, up from 1.9 million workers in 1991. 


Technology will continue to transform jobs and require better skills to do them. Wages and 
employment opportunities will favor those who get higher levels of education and training. For 
example, a Princeton University study found that workers who use computers earn 10-15% 


7o more 
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than those whose jobs do not require them. Workers with college degrees have higher earnings 
today than in the early 1980's, while the earnings of those with only a high school education or 
less have stayed the same or fallen. The result is that while the real earnings of college graduates 
has increased 16%, the real earnings of high school graduates fell 8%. High school dropouts are 
also nearly four times more likely to be unemployed than college graduates. The percentage of 
workers with private pension coverage remained static at just below 50% from the mid-1970s to 
the mid-1990s. The most recent survey data (Current Population Survey) indicate that the 
proportion with pensions has increased by nearly 3 percentage points since then. The fraction of 
workers with employer-sponsored health insurance declined from 76% in 1987 to 72% in 1993. 
Since then it has been increasing marginally each year, reaching 73% in 1998. BLS data suggest 
that this adverse trend in total compensation (wages, fringes, and nonpecuniary factors such as 
health and safety) has been particularly acute for low-skilled workers. The evidence shows that 
the gap between lower-paid employees and those in more highly-paid positions has widened 
dramatically in terms of these non-wage indices. 


Technological change is likely to continue to increase the demand for skilled workers. The 
majority of jobs will continue to need workers who have acquired knowledge and skills via 
two-year colleges, vocational training, moderate to long-term on-the-job training and real work 
experience. While overall employment is projected to rise by 14% during the period 1998-2008, 
the fastest growing broad occupational category will be professional occupations (27%), 
followed by technical occupations, such as health and engineering technicians (22%). 
Occupations requiring a bachelor’s degree are expected to grow by 24%, while those requiring an 
associate’s degree will grow by 31%. The table on the next page, entitled “Occupations with the 
Fastest Employment Growth, 1998-2098" highlights these projections. 


The Labor Department and this Administration have made strategic investments in education and 
training one of their top priorities to insure that all Americans share in the Nation’s prosperity. 
Hope Scholarships provide tax credits to make at least two years of college affordable to all 
Americans while the Lifetime Learning tax credit provides financial assistance for workers who 
need to upgrade their skills. Skill Standards provide a framework for improving the quality of 
education and training. School-to-Work initiatives -- which are designed by states and local 
partnerships among schools, employers, community groups and government -- combine 
high-quality classroom education with on-the-job learning to better prepare students for careers 
and college. We have also encouraged increased funding for primary and secondary education, 
expansion of the Pell Grant program and other initiatives to make lifelong learning accessible to 
all Americans. 


The Department’s programs focus on enhancing the opportunities for America’s workforce, 
promoting the economic security of workers and families, and fostering quality workplaces that 
are safe, healthy, and fair. The challenge for the Department is to prepare workers to seize the 
opportunities of the future that will be presented by our new high tech global economy while 
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Occupations with the fastest employment growth, 1998-2008* 
Employment** Change 1998-2008 
Occupation 

1998 2008 Number** Percent 
Computer engineers 299 622 323 108 
Computer support specialists 429 869 439 102 
Systems analysts 617 1,194 577 94 
Database administrators 87 155 67 77 
Desktop publishing specialists 26 44 19 73 
Paralegals and legal assistants 136 220 84 62 
’ersonal care and home health aides 746 1,179 433 58 
Medical assistants 252 398 146 58 
Social and human service assistants 268 410 14] 53 
Physician assistants — = 66 28 | 32 48 


*This information was obtained through the Bureau of Labor Statistics Website: www.bls.gov. 
** Numbers in thousands 


preserving the basic values that we have always held. For example, given the growing 
importance of skills for both getting employment and enjoying an improved standard of living, 
some of the Department’s programs focus on job training as the ticket to better future jobs; to 
reverse the trend of declining fringe benefit coverage, the Department’s regulatory agencies 
focus on both protecting the benefits of existi:ig beneficiaries and encouraging additional 
coverage for workers; to promote quality workplaces, other Department programs focus on 
outreach and enforcement to the industries and firms where the problems of safety are most 
acute. Given our concerns with basic human rights and working conditions both at home and 
abroad, especially for the most vulnerable, some programs will address domestic and 
international child labor issues. 


We have already made significant progress. In cooperation with Congress, we have reformed 
and streamlined our nation’s job-training system through the bipartisan Workforce Investment 
Act of 1998. Through this legislation, the workforce development system will be able to 
provide more effective and efficient services to adults, dislocated workers and youth. The Act 
establishes the One-Stop delivery system as the access point for all employment-related and 
training services, thereby effectively integrating a variety of federal employment and training 
programs at the “street level”. In addition to the Workforce Investment Act, the new, on-line 
America’s Job Bank uses new technology to connect people with hundreds of thousands of job 
opportunities. 
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The Department is also working in partnership with the private sector in such diverse efforts as 
helping welfare recipients move from welfare rolls to payrolls, educating workers to save for 
retirement, and working with manufacturers, unions and other entities to do away with 
sweatshops. For example, in 1993, 5.5 percent of the U.S. population were welfare recipients. 
By December 1999, that percentage had been reduced to 2.3 percent, the lowest since 1965. 


To insure a quality workplace in today’s interdependent global economy, the Department of 
Labor works closely with other United States Government (USG) agencies to create a stable, 
secure, and prosperous international economic system in which workers can achieve higher 
wages, greater economic security, and which implements core internationally recognized labor 
standards. This insures that workers have quality workplaces and that they share in the benefits 
of increased international trade. To do this, the Department of Laboi seeks to develop policies 
and programs to implement core labor standards; monitors labor developments in other 
countries, represents the USG in fora in which labor standards issues are discussed; and 
provides technical assistance to “countries in transition” where volatile economic situations can 
lead to decreased adherence to labor standards. 


In the years ahead, the Department will continue to create innovative responses to the changing 
needs of American workers. This plan sets out the Department’s goals for the future and clear 
strategies for achieving them. 


DOL STRATEGIC GOALS 


Considering the social and economic trends presented above and their impact on American 
workers and families, the Department’s three goals serve as the basis for the Department’s 
ongoing strategic planning process. Through these strategic goals, DOL staff and the American 
public can see a direct link between the Department’s purpose, its activities, and vision for the 
future. The next section outlines and describes these goals. 
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SECTION 3: DEPARTMENTAL STRATEGIC GOALS 


The three strategic goals of the Department of Labor are: 


DOL Strategic Goals 


Goal I. A Prepared Workforce: 
Enhance opportunities for America's workforce 


Goal 2. A Secure Workforce: 
Promote the economic security of workers and families 


Goal 3. Quality Workplaces: 
Foster quality workplaces that are safe, healthy and fair 


Within each strategic goal are a series of outcome goals which further define the strategic goals. 
Within the outcome goals are a series of performance goals which provide specific targets to be 
accomplished by FY 2004, or earlier. Each year, the Department’s Annual Performance Plan 
will include performance goals with targets for that fiscal year or the related program year'. 
Where appropriate, specific strategies are identified that will be employed to achieve the 
performance goals. 


At the end of this section is a discussion of key external factors and real world variables — 
beyond the obvious need to receive funding that is adequate to meet the responsibilities noted in 
this plan — which may affect our ability to achieve our goals. 


DOL has, where possible, consolidated program activities and measures across its component 
agencies. For example, the work performed by OSHA and MSHA directed towards the 
reduction in injuries and illnesses described in the third strategic goal, Quality Workplaces, 
integrates the outcome goals for these agencies. In other cases, only one agency within the 
Department may contribute to a specific outcome goal. There are also instances where an 
agency's contribution to a goal is not apparent. For example, the Women’s Bureau provides 
expertise and guidance to all DOL agencies as they work toward accomplishing those strategic 
goals that relate to working women and their families. 


'A number of ETA programs are forward funded. The Program Year for such programs begins 9 months 
after the start of the fiscal year for which funds have been received. The year is prefixed with a PY when a Program 
Year is ‘ve measurement period for an ETA program. 
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Under the Workforce Investment Act, the performance indicators stipulated in the Act have 
been developed through a process of negotiation between the States and the Department of 
Labor. The national performance goals for the WIA as included in this plan represent an 
amalgamation of the goals negotiated with individual States. 


To provide a context for each performance goal identified in this section, Appendix A shows the 
baseline of accomplishment in comparison with each goal’s FY 2004 target. 
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Strategic Goal One - A Prepared Workforce: Enhance 
Opportunities for America’s Workforce 


DOL is committed to creating an environment where those new to the labor force or those 
wishing to improve their potential are provided the assistance and tools needed to achieve 
success in today’s job market. Also included are the departmental programs directed toward 
those seeking information for making sound economic decisions. 


Department of Labor programs and agencies which support this strategic goal include the 
Employment and Training Administration, the Employment Service, the Welfare-to- Work Jobs 
Program, Workforce Investment Act (WIA) programs, the Veterans’ Employment and Training 
Service, the Women’s Bureau, the Bureau of Labor Statistics, the Office of the Solicitor, and 
some of the Departmental Management agencies. 


Strategic Goal 1: Outcome Goals 
¢ Increase employment, earnings and assistance 


¢ Increase the number of youth making a successful 
transition to work 


¢ Improve the effectiveness of information and analysis 
on the U.S. economy 


For Strategic Goal One, the Secretary of Labor has established the following key priorities: 


*Workforce Investment Act Implementation: The Department of Labor, in partnership with 
state and local communities, will provide innovative services to strengthen families and 
individuals so they can get and keep good jobs and move from poverty to self-sufficiency. DOL 
will proceed with full implementation of the Workforce Investment Act (WIA). Enacted by 
Congress in 1998, WIA provides a clear vision for building a workforce investment 
infrastructure that is customer-focused, business-led, community-centered, and responsive to 
shifting local labor market needs. The reformed system, anchored by local One Stop Centers, 
will provide individuals with access to the support they need to find, prepare for, and keep self- 
sustaining employment throughout their working lives. Employers will be provided with 
assistance in finding the skilled workers they need to be competitive in a global economy. The 
goal of the Workforce Investment System is to increase the employment, retention, and earnings 
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of participants, and increase educational and occupational skill attainment by participants, and 
as a result: improve the quality of the workforce, reduce welfare dependency, and enhance the 
productivity and competitiveness of the Nation. 


¢Youth Opportunity Movement: Our vision is to ensure that all youth, particularly those out- 
of-school, acquire the necessary skills and work experience to successfully transition into 
adulthood, careers, and further education and training. 


¢Welfare-to-Work: In partnership with state and local communities, DOL will provide 
innovative services to strengthen families and enable welfare recipients and other low-income 
parents to move from welfare and low-wage jobs to stable, unsubsidized employment and self- 
sufficiency. 


OUTCOME GOAL 1.1; Increase Employment, Earnings and Assistance 


Performance Goals: 


11A By PY 2002, 70% of individuals registered under the WIA adult program will be 
employed in the quarter after program exit. 


11B By PY 2002, 80% of individuals registered under the WIA adult program, will be 
employed in the third quarter after program exit. 


1.1C By PY 2002, individuals registered under the WIA adult program who are 
employed in the third quarter after program exit will have increased earnings of 
$3,423. 


11D By 2004, 69% of those Welfare-to- Work (WtW) participants placed in 
unsubsidized employment will remain in the workforce for two consecutive 
quarters following the placement quarter. 


11E By 2004, those Welfare-to-Work (WtW) participants placed in unsubsidized 
employment, will have an average earnings increase of 9% by the second 


consecutive quarter following the placement quarter. 


11F By PY 2002, 65% of job seekers registered under the Wagner-Peyser Act 
program will have unsubsidized jobs six months after initial entry into 
employment. 
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11G 


11H 


1.11 


1.1J 


1.1K 


LAL 


1.1M 


1.1N 


1.10 


1.1P 


By PY 2002, increase by 1% the total number of job openings listed with the 
public employment service, including both those listed with State Employment 
Security Agencies (SESAs) and those listed directly with America’s Job Bank 
(AJB) via the Internet, over the PY 1999 baseline. 


By 2004, increase by 10% the number of newly registered civilian apprentices 
over the 1999 baseline. 


By 2004, increase by 15% the number of newly registered female civilian 
apprentices over the 1999 baseline. 


By 2002, increase by 5% the number of people with disabilities registered in the 
workforce area that receive Work Incentive Grants for FY 2001. 


By 2002, more than 60% of customers with disabilities registered in workforce 
area(s) that receive Work Incentive Grants for FY 2001 will indicate they were 
very satisfied with services received through the One-Stop system. 


By PY 2002, 70% of participants will be satisfied with services received from 
workforce investment activities. 


By PY 2002, 68% cf employers will be satisfied with services received from 
workforce investment activities. 


By 2005, at least 30% of those veterans and other eligible persons registering for 
public labor exchange services will enter employment each year through staff 
assisted services provided either by VETS funded staff or by the Wagner-Peyser 
funded systems. 


At least 54% of those veterans and other eligible persons enrolled in Homeless 
Veteran Reintegration Project (HVRP) grants enter employment. 


By FY 2003, prepare 32,500 women for the labor forc roviding them with 
tools and education on equal pay, occupational segre¢ vension benefits, 
dependent care, nontraditional occupations, safe and h workplaces, rights 


in the workplace. 
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Strategies to Achieve Goals: 


DOL will enhance current workforce development systems in relation to the changing workforce 
development environment and the need for lifelong learning by: 


° developing the capacity to provide universal services to all workers, including low- 
income customers, through combinations of the Internet and One-Stop Centers; 


° promoting the information and services in the America's Workforce Network by 
outreaching to low income groups through community-based organizations, community 
colleges, and public interest groups; 


° promoting the use of the “Lifetime Learning Tax Credit” of 1997 to assist adults who 
need to upgrade their skills and change careers. (1.1A, B, C) 


DOL will provide technical assistance to WtW competitive and formula grantees to facilitate the 
implementation of the WtW Amendments of 1999, which simplified the WtW eligibility 
requirements to increase the number of welfare recipients, low-income custodial parents, and 
noncustodial parents eligible for services under WtW (1.1D & E) 


DOL will expand and improve the integration of WtW and welfare reform efforts with the 
nation's Workforce Investment system established by the Workforce Investment Act (WIA) of 
1998. (1.1D & E) 


DOL will provide support for continued implementation of WtW services, and continuing 
improvement in effectiveness of service delivery, grantee performance, and capacity of grantees 
to meet performance goals by: 


- conducting fiscal and programmatic monitoring of all grantees on a periodic basis, and 


providing targeted assistance to grantees to improve performance and achieve outcome 
goals; 


: increasing the utilization of resources available to help welfare recipients get 
unsubsidized jobs by working with other agencies to remove regulatory barriers and 
increasing collaborative efforts among complementary Federal, state and local programs; 


- producing targeted technical assistance products and activities to expand the knowledge 
base to meet the specific needs of programs in urban and rural areas, as well as programs 
serving noncustodial parents, individuals with disabilities, offenders and ex-offenders, 
individuals with substance abuse issues, and other barriers to employment. (1.1D & E) 
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DOL will increase job opportunities for welfare recipients by disseminating information about 
and enlisting the support of employers to hire WtW participants into unsubsidized jobs through 
cooperative ventures with the Welfare-to-Work Partnership and other private sector 
organizations. (1.1D & E) 


DOL will continue the use of statutory waivers to remove impediments to providing higher 
quality services. (1.1A, B, C, F & G) 


DOL is developing a comprehensive Labor Exchange Performance Measurement System to 
provide performance information that will support optimization of the delivery of labor 
exchange services to employers and job seekers as part of State One-Stop delivery systems. 
This will include a set of labor exchange performance measures, procedures for establishing 
expected levels of performance, and revised data collection and reporting procedures. The 
Department expects this new performance measurement system to rely on UI wage records as a 
data source. (1.1F & G) 


DOL operates an integrated Internet-based resource for job seekers, employers and services 
providers, known as America's CareerKit. The CareerKit consists of America's Job Bank, 
where employers post jobs for workers to find in the largest Internet-accessible, fully-searchable 
Job Bank in the world and where job seekers post their résumés for employers to find; 
America's Career InfoNet, where customers access detailed information about occupations, 
wages, and local labor markets; and America's Learning Exchange, where customers obtain 
information about lifelong learning and access available education and training opportunities. 
(1.1F & G) 


DOL will fund capacity building efforts of State agencies that will enhance the skills of front 
line workers in providing labor exchange services to job seekers and employers. (1.1F & G) 


DOL will enter into partnerships with large multi-State employers to provide recruitment and 
special technical services to assist them in meeting their labor force needs. (1.1F & G) 


DOL will take steps to increase use of the Work Opportunity and Welfare-to- Work 
(WOTC/WtW) Tax Credits as effective tools that encourage the hiring of disadvantaged job 
seekers by streamlining certification procedures, engaging employer participation, and 
promoting use of the tax credits. (1.1F & G) 


DOL will seek to increase the number of apprenticeship programs and expand the number of 
registered apprentices by: (1) promoting technical assistance to local, State, multi-State 
employers, employers’ associations and unions (2) participating actively in the local and State 
Workforce Investment Boards; and, (3) promoting registered apprentices to our Workforce 
Investment partners. (1.1 H&I) 
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DOL will help customers with disabilities receive the appropriate level of service by financially 
assisting states and local areas to continue developing infrastructure, increasing system capacity, 


and improving access to information and services that directly address their local customers’ 
needs. (1.1J&K) 


DOL will build on the launch of the Workforce Excellence Network to provide training, tools 
and assistance to Workforce Investment Areas and One-Stop partner prograrns using the 
Malcolm Baldrige criteria for performance excellence, quality and continuous improvement 
techniques, and customer satisfaction. DOL will provide recognition to workforce entities that 
achieve identified levels of performance excellence. (1.1L&M) 


DOL will explore in FYs 2001 and 2002 the potential for an incentive, rewards, and sanctions 
process for grantees that supports desired actions and/or levels of performance while proscribing 
unacceptable actions or performance levels, thereby focusing State Employment Security 
Agencies and other grantees’ efforts toward better performance on behalf of veterans; 
implementation of WIA and coordination between VETS and ETA will be significant factors in 
the development of such a process. Nationwide standards of minimally acceptable performance 
levels applicable to each State could be set, with each State then negotiating specific levels at or 
above that floor level suitable to its own circumstances. Incentives and rewards in grants will 
then be established to benefit States which exceed their established performance level. Greater 
incentives will be provided for successful delivery of services to targeted veterans. (1.1N&O) 


In accordance with the reporting requirements in Title 38, VETS’ service delivery systems’ 
performance will be compared with systems’ serving non-veterans, to help identify veterans’ 
service areas needing performance improvement. (1.1N&QO) 


In order to meet veteran service providers’ ongoing training needs -- resulting in large part from 
the relatively high turnover rates consistently prevalent among DVOP and LVER staff -- VETS 
will increase the quality and amount of training provided annually to 1,500 veteran service 
provider staff by the National Veterans’ Training Institute (NVTI), depending on resource 
availability. (1.1N&O) 


The Women's Bureau and NASA have entered into a partnership to raise girls' awareness of 
rewarding career opportunities in information technology, math, science and engineering. 
During the summer and fall of 2000, the two agencies are holding a series of national and 
regional programs to bring girls together with women succeeding in high-tech careers. These 
role models will share their jobs' rewards and challenges - and describe their academic and 
career paths. The Bureau and NASA will also be establishing pages on our websites to 
highlight the partnership and programs. (1.1P) 


Strategic Plan FY 1999-2004 Page 18 
United States Department of Labor September 2000 


The Womens Bureau will conduct research on work related women’s issues and post “findings 
of fact” on the Internet. Participate in activities of International Organizations and the United 
Nations/Commission on the Status of Women (UN/CSW) on the role of women in a global 
economy. (1.1P) 


Cross-Cutting Coordination 
One-Stop Delivery System 


It is essential for the Department to forge strong and effective collaborations among DOL 
programs, other federal agencies, and non-federal partners at the local, state and national levels 
of the workforce development system. The One-Stop delivery system brings together under one 
umbrella ETA-sponsored services as well as adult education services, post-secondary vocational 
education, vocational rehabilitation, veterans’ 
employment and training programs, community 


page Sep CU services, and employment and training services 
8 ee ae me vee administered by HUD. (The chart to the left lists 
Employment Service One-Stop Partners.). Local Workforce 
— ucation under WIA Investment Boards (WIBs) oversee the operation 
ost secondary Vocational Education under ; 
Perkins —_ of the One Stop systems with membership 
ee ee ee eneer WHA comprised of representatives of business, 
Title V of Older Americans Act education, labor, community-based 
Ley tw ee organizations, economic development agencies 
Veterans Employment and Training programs and the required one-stop partners. 
oF wen aa ~~ Grant ota 
omnes ha, we DOL is requiring States to integrate their . 
lation and Native American Pro 4 - (WIA) planning processes and prepare Strategic Five- 
(WIA) aaa cee Year Plans for Title I of the Workforce 


Investment Act of 1998 and the Wagner-Peyser 
Act and other One-Stop partner programs, or 
Unified Five-Year Plans encompassing two or more of the required One-Stop partner programs 
to facilitate the coordinated delivery of employment and training activities. 


America's Workforce Network 


America's Workforce Network is the Department’s cross-cutting strategy for creating a national 
infrastructure for delivering workforce development services to job seekers, workers, and 
employers. The reorganized Employment and Training Administration is part of the Network, 
as is every state and local workforce investment partner. The One-Stop delivery system is the 
core of America's Workforce Network, but customers may access its services directly through 
the Internet as well. America’s Job Bank, a critical part of the Network, is the world’s largest 
source of job listings. The Network will also include a National Toll-free Help Line that will be 
available to all Americans in the Fall of 2000. This toll-free system will increase worker and 
employer access to public workforce service information, including location of workforce 
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service providers, unemployment claims procedures, employer-related information, and 
directions to DOL Internet sites, as well as state and local One Stop Career Center web sites. 
Other web-based components of America's Workforce Network include America’s Talent Bank 
(ATB) and O*Net. A major goal underlying the creation of the Network is to make every 
American job seeker, worker, and employer aware that the new Workforce Investment System is 
here, open for business, and easily accessible in person, by phone, or through the Internet. 


Business Coalition for Workforce Development 


The Business Coalition for Workforce Development is DOL’s premier cross-cutting strategy 
focused on the business community as a partner in workforce investment. The organization is a 
joint effort led by the U.S. Chamber of Commerce, the Business Roundtable, the National 
Alliance of Business, the National Association of Manufacturers, and the National Association 
of Workforce Development Boards. Twenty-eight other business trade groups are also part of 
the Coalition. The Business Coalition will launch an aggressive campaign to educate and 
mobilize the leaders of the nation’s business community about the strength and promise of the 
new workforce system. Business leaders will effectively be engaged as partners, supporters, and 
customers of the new system. Top leaders will be encouraged to participate in the management 
of workforce investment by actively participating on local and state Workforce Investment 
Boards. 


The Workforce Excellence Strategy 


The Workforce Excellence Strategy is the Department’s cross-cutting strategy for continuously 
improving the performance of the nation’s workforce development system. This continuous 
improvement strategy will be guided by a Board comprised of local, state, national, and federal 
components of the system. The cross-cutting strategy — 


. Effectively aligns system-wide resources to achieve performance excellence. 

. Includes a systematic approach for validating organizational effectiveness. 

. Includes a systematic approach for recognizing and rewarding top performers. 

. Provides organizations and individuals with opportunities to acquire skills needed to 


operate in a high performance mode. 


. Markets system-wide performance excellence to local organizations and local elected 
officials. 


Welfare-to-Work Programs 
As the Federal agency responsible for implementing the Welfare-to- Work (WtW) program, 


DOL provides leadership for implementing new programs and activities to move persons from 
welfare to lasting, unsubsidized employment. DOL activities in this area include linking its own 
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agencies with other federal government agencies whose programs serve the disadvantaged, 
Native Americans, migrant and seasonal farm workers, older workers, and dislocated workers. 


To assist individuals as they move from welfare to work and to boost employment and retention 
rates, DOL works closely with State and local agencies and programs, HHS, HUD, DOT, 
USDA, DOE, DOJ and DOC. Some examples of this cooperation include coordinating the 
review of State plans under the WIA to ensure that the Welfare-to-Work program is included as 
a required partner in One-Stop Centers, working closely with HHS to ensure that policy 
guidance and regulations for the Welfare-to- Work program are consistent with the Temporary 
Assistance to Needy Families (TANF) program policy and regulations, and jointly authoring 
policy guidance with HHS and DOT to explain how funding streams can be used to fund 
transportation services for welfare recipients. 


Additional collaborations with HHS include joint participation in the Urban Technical 
Resources Initiative (UTRI), a WtW technical assistance venture targeted to large urban areas, 
and a partnership with HHS' Center for Substance Abuse Treatment (CSAT) to develop interest 
and expertise amongst the welfare, workforce, and treatment communities in addressing 
substance abuse problems with welfare recipients. In May 2000, we also released jointly- 
authored policy guidance with HHS to assist local-level WtW, TANF, and child support 
enforcement agencies to better focus on customers by integrating their programs more 
effectively. 


Collaboration also takes place with DOC and the Census Bureau to implement and oversee a 
nationwide Welfare-to- Work Census 2000 program to facilitate the hiring of Welfare-to- Work 
participants as Census enumerators; with HUD to give special consideration to entities that 
include Empowerment Zones and Enterprise Communities in their WtW Competitive grant 
applications; and, with the Department of Education and Presidential Task Force on the 
Employment of Persons with Disabilities to develop useful tools for programs serving welfare 
recipients with disabilities. Participation in a USDA-sponsored Task Force on Hunger and Self- 
sufficiency has also ensured that welfare recipients have access to the array of support services 
necessary to become economically self-sufficient. DOL has also initiated a partnership with 
DOJ to facilitate services for offenders who are returning to the workforce, especially 
noncustodial parents. 


In support of these initiatives, DOL launched a national marketing campaign to inform 
employers of the Work Opportunity Tax Credit (WOTC) and Welfare-To-Work Tax Credit 
Programs, which provide incentives to employers for hiring welfare recipients. 


Within DOL, agencies collaborating on the Welfare-to- Work program and policy efforts 
include: ETA, WB, VETS, BLS, ESA, ILAB, the Office of Small Business Programs, the Office 
of the Assistant Secretary for Policy and the Solicitor’s Office. 
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Information and Technology 


The Workforce Investment Act established the Workforce Investment Council (WIC), a 
Federal-Siate partnership for cooperating in the planning and oversight of the workforce 
information system. DOL, through BLS and ETA, and State employment statistics agencies 
have cooperated to prepare a five-year plan for the nationwide workforce information system. 
The WIC will enhance the quality of existing labor market information and develop new tools to 
enable customers of the workforce investment system to make better decisions regarding career 
choices, training, and business investment. 


DOL will use the common language of the Occupational Information Network (O*NET) to 
improve the quality and quantity of employer job orders and job seeker resumes. The O*NET 
common language will be integrated into America's Career Kit, the One-Stop Operating System 
(OSOS), and the broader labor exchange system. 


Veterans Workforce Development Programs 


The Department’s employment and training programs for veterans and soon-to-be-separated 
service members are coordinated closely with the VA and DOD. DOL has a Memorandum of 
Understanding with both agencies to implement the Transition Assistance Program (TAP). 

TAP operates on approximately 178 military bases across the country. Specific areas of 
coordination and cooperation are spelled out in this agreement and are implemented at the local 
military base level. For instance, DOL provides the instructors for much of the typical three-day 
training, DOD provides meeting space and makes logistical arrangements, and the VA provides 
specific assistance to service members who have service-incurred disabilities. 


DOL/VETS will continue to lead a Federal Interagency Task Force on Certification and 
Licensing of Military Personnel that will recommend a process to permit qualified military 
personnel to obtain both Federal and non-federal certifications and/or licenses necessary for 
civilian employment. Such an effort is necessary because veterans are not always credited with 
the training and experience received during military service when they seek civilian jobs. Thus, 
veterans are forced to spend money on unnecessary and duplicate training to obtain civilian 
licenses or certification and, in the process, endure unnecessarily long periods of unemployment 
and underemployment. VETS has compiled initial information for transitioning service 
members and veterans on licenses, credentials and other occupational requirements and has 
developed and implemented a website of this information. VETS will continue to expand this 
database. 


Under the Homeless Veterans’ Reintegration Project (HVRP), the Department awards grants to 
homeless veterans providers (who use third party funds, from HUD, VA and local and State 
sources, to shelter and feed homeless veterans) for employment and training purposes. Once 
housing and health issues are resolved, the employment and training services lead to job 
opportunities (many times provided by DVOPs and LVERs) and reintegration into society. This 
supports the goal to have at least 50% of those veterans and other eligible persons enrolled in 
Homeless Veteran Reintegration Project grants enter employment. 
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OUTCOME GOAL 1.2: Increase the Number of Youth Making A Successful Transition 


to Work 


Performance Goals: 


1.2A 


1.2B 


1.2C 


1.2D 


1.2E 


1.2F 


1.2G 


1.2H 


By PY 2002, 53% of the 14-18 year-old youth registered under the WIA youth 
program will be in employment, post-secondary education, advanced training, 
apprenticeships, or in the military in the third quarter after program exit. 


By PY 2002, 77% of the 19-21 year-old youth registered under the WIA youth 
program will be employed in the third quarter after program exit. 


By PY 2004, 85% of Job Corps graduates will get jobs or be enrolled in 
education. 


By PY 2004, Job Corps graduates with jobs will be employed at average hourly 
wages of $8.50. 


By PY 2004, 70% of Job Corps graduates will continue to be connected to a job, 
advanced educational program or the military, six months after they obtain their 
first placement. 


By PY 2002, 53% of 14-18 year old Youth Opportunity Grant participants placed 
in employment, the military, advanced training, post-secondary education, or 
apprenticeships will be retained at six months. 


By 2004, in 40 communities, Youth Councils will build local Safe 
Schools/Healthy Students partnerships with business, community organizations, 
and schools to improve opportunities for at-risk youth, particularly out-of-school 
youth. 


By 2004, 67% of Responsible Reintegration for Young Offenders program 
graduates will get jobs, re-enroll in high school, or be enrolled in post-secondary 
education or training. 


Strategies to Achieve Goals: 


DOL will continue to build the Youth Opportunity Movement to improve the capacity of the 
workforce development system to provide youth with skills, and offer them a comprehensive 
array of services so that they are able to successfully transition to the workforce as they continue 
their education and training. In collaboration with local youth providers, our partners, and 
stakeholders, five major themes will be emphasized: 
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- Establishing strong local youth councils that bring together local workforce training 
providers, schools, community organizations, and others in an effort to strategically align 
and leverage resources to create community youth assistance strategies linked to I-cal 
youth needs and labor market needs to improve the efficiency and quality of youta 
services; 


- Promoting the provision of a systematic offering of comprehensive youth services based 
upon individual assessment and tailored to the age and maturity level of each individual 
youth. 


- Encouraging and promoting youth connections to the One-Stop delivery system. 


~ Visiting and providing operational and technical assistance to grantees for the Safe 
Schools, Healthy Students and Responsible Reintegration for Young Offender programs 
to ensure that they become fully operational in the shortest time period and to avoid 
potentially harmful issues in program start-up. 


- Investing in a performance accountability system where data from performance 
measurement is built into a process for continuously improving the provision of services 
and activities and which promotes customer satisfaction. (1.2A, B, E & F) 


DOL, under the WIA Youth Program, will collaborate with partners and stakeholders in 
establishing local youth councils that will bring together local workforce training providers, 
schools, community organizations, and others in an effort to leverage resources and create 
community-based youth assistance strategies linked to local youth needs and labor market 
needs. (1.2A & B) 


DOL will promote the offering of comprehensive youth services based upon individual 
assessments tailored to the age and maturity level of each individual youth. (1.2A & B) 


DOL will improve Job Corps placement services including longer follow-up for graduates, full 
implementation of School-to-work principles, and increased employer involvement in the 
development of Job Corps occupational training programs. Specific strategies include: 


- Complete the modernization of vocational classrooms to ensure students receive 
vocational training better suited to meet employers’ needs and labor market demands for 
new occupations. 


~ Incorporate findings from reports to-date from the long-term evaluation study of Job 
Corps and other external bodies, such as OIG and GAO, to enhance program design, as 
appropriate. 


- Increase students’ use of technolog”’ in training, information access for jobs, or further 
education. 
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- Set up partnerships with employers to customize training and provide work-based 
learning sites. 


- Develop Industry Councils on Centers and involve the use of labor market information 
to determine the training needs. (1.2C, D, EB) 


Provide intensive technical assistance to youth opportunity grantees that address fiscal, project 
management, staff, and core activity capacity. (1.2F) 


DOL will visit and provide operational and technical assistance to grantees for the Safe Schools, 
Healthy Students and Responsible Reintegration for Young Offender programs to ensure that 
they become fully operational in the shortest time period and to avoid potentially harmful issues 
in program start-up. (1.2G & 1.2H) 


Cross-Cutting Coordination 


Several DOL agencies, including FTA, VETS, and WB, work in a cooperative effort with the 
Department of Education (ED) on School-to- Work initiatives. The focus of these initiatives is 
to help youth move from high schools, vocational training institutions, post-secondary 
institutions, out-of-school programs, and the military into meaningful and satisfying jobs, 
including registered apprenticeship programs. 


The School-to- Work Initiative (STW) is supported by other DOL programs such as, One-Stops, 
America’s Job Bank (AJB), America’s Talent Bank (ATB), and the Job Corps. DOL agencies 
and ED also work with federal, state, and local secondary, post-secondary and vocational 
education agencies that can identify and predict the workforce needs of American business to 
provide technical and other assistance that will improve the School-to- Work linkage and make it 
much more efficient and effective. 


In December 1997, DOL and DOE signed an Amendment to the Memorandum of 
Understanding regarding the joint administration of the School-to- Work Opportunities Act. 

This amendment established a process by which the Department of Education transferred certain 
grant-making responsibilities to the Department of Labor. This collaboration has streamlined 
the STW grants management process for grant continuations and muuifications, while retaining 
roles for employees of both Departments in the process. This amendment, by establishing a 
single set of rules and procedures for grants management, has made it easier for Grant Officer’s 
Technical Representatives to monitor grant activity and for grantees to comply with the terms of 
their grants. 


HUD’s Step-Up Program, designed to provide education and training to increase new registered 
apprenticeships for public housing residents, is another area of coordinated activity in which 
DOL apprenticeship representatives promote and provide technical advice and assistance to the 
prograrr at the state and local level. 
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Cross-cutting strategies for youth focus also on the business community. The youth workforce 
development programs will link more closely with the employer community to ensure that the 
skills obtained by youth lead to available jobs. The School-to-Work initiative will expand 
participation of employers by working on a regular basis with the National Employer Leadership 
Council and other employer groups. The Job Corps will engage employers through advisory 
councils to Job Corps Centers and revision of curricula to meet job demands in the pertinent 
labor markets. The Office of Apprenticeship Training, Employer and Labor Services/Bureau of 
Apprenticeship and Training and the Federal Committee on Registered Apprenticeship, in 
collaboration with State Apprenticeship Agencies, will coordinate employer and union 
involvement in the Department's Welfare-to- Work, School-to- Work, and other 

workforce development activities. The Department also works with associations geared to small 
business and the academic community, including minority colleges and universities. 


Job Corps Centers and outreach and placement contractors are developing working relationships 
with One-Stop career Centers for referrals of youth to Job Corps, access to on-line job banks, 
and placement assistance. In several states, One-Stop Centers are providing work space for a 
Job Corps admissions counselor or placement specialist, and a few Job Corps Centers have 
established One-Stop satellite locations at the Center. These efforts continue to be expanded. 


OUTCOME GOAL 1.3: Improve the Effectiveness of Information and Analysis on U.S. 
Economy 


Performance Goals: 
1.3A Produce and disseminate timely, accurate, and relevant economic information. 
1.3B Improve the accuracy, efficiency, and relevancy of economic measures. 
Strategies to Achieve Goals: 
DOL will continuously improve the operational processes used to develop economic data by 
using the BLS Statistical Program Model. The stages of the model are as follows: 
conceptualization, planning, design, development, implementation, validation, and 
administration. (1.3A & B) 
DOL will utilize technological advances in the following three areas: 


- BLS computer systems will be downsized from mainframe computers to a personal 
computer-based client/server environment to increase efficiency. 


~ Data collection and review will be facilitated with the use of computers both at the 
survey respondent’s locale and at the BLS worksite. 
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- Data dissemination will be modernized to serve a larger customer base with greater 
speed, accuracy, and more tailored customer service. (1.3A & B) 


DOL will update the BLS universe file of establishments to conform to the new North American 
Industry Classification System (NAICS), and will continue the conversion for all BLS economic 
programs to NAICS. (1.3B) 


DOL will establish the new monthly survey on job opening and labor turnover for the Nation 
along major industry sectors, which will provide unique and valuable information on potential 
labor shortages and the demand for labor. (1.3B) 


DOL will incorporate expenditure weights for 1999-2000 in official CPI in January 2002 and 
every two years thereafter (CPI-R). (1.3B) 


DOL will update CPI expenditure weights every two years (CPI-R). (1.3B) 


DOL will expand the sample size of the Consumer Expenditure Survey (CE) by approximately 
50% and begin to introduce new goods into the market basket, such as prescription drugs, in a 
more timely fashion. DOL will improve measures of quality change and will develop 
alternative measures of changes in living costs as described in the Consumer Price Index 
Improvement (CPI-1) Plan. (1.3B) 


DOL will enhance the Employment Cost Index (ECI) sample to improve the precision of survey 
estimates. (1.3B) 


DOL will enhance the capacity for quality adjustment and for updating item samples in the 
Producer Price Index (PPI). (1.3B) 


DOL will expand the coverage of the service sector for Price, Output, and Productivity 
measures. (1.3B) 


DOL will improve and expand its internet public access site (LABSTAT) in order to meet new 
requirements and requests for enhancements from users. (1.3B) 


Cross-Cutting Coordination: 


BLS, as a producer of economic statistics on the U.S. economy, must work in partnership with 
other federal, State, and international statistical agencies. These organizations encounter 
common and sometimes overlapping issues that must be coordinated for the benefit of the users 
of these data. Such coordination not only maximizes BLS performance, but also helps to 
improve the accuracy, efficiency, and relevancy of economic measures produced by BLS. 
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These cooperative efforts take many forms on many different levels: 


. BLS, along with 14 other federal statistical agencies, is a member of the Interagency 
Council on Statistical Policy (ICSP), which works to identify areas for collaboration. 


. BLS, is also active in ongoing relationships with the Bureau of the Census and the 
Bureau of Economic Analysis within the Department of Commerce. 


° BLS has long-standing relationships with cooperating State agencies in the production of 
essential statistical data; it is the only Federal statistical agency with such long-lived and 
deep working relationships with the States. 


° BLS works with foreign statistical agencies and international organizations in efforts to 
enhance comparability of concepts and definitions. 


. BLS Commissioner ‘s currently chairing a statistical working party sponsored by the 
Organization for Economic Co-operation and Development (OECD), a group with 
representatives from over 20 countries. This party is charged with improving and 
standardizing the data on productivity, employment, and unemployment used around the 
world. 


Over the past few years, BLS staff have been working with the Bureau of the Census, Bureau of 
Economic Analysis, IRS, and SSA, and various federal staff from Canada and Mexico to 
improve, update, and standardize the industrial classification system to meet the needs of the 
21st century. This effort will culminate in activation in the North American Industry 
Classification System (NAICS), which will become the standard for all government agencies 
producing or utilizing establishment-based data by the year 2005. NAICS includes 20 sectors 
and 1165 industries compared with the Standard Industrial Classification (SIC) system, which 
includes 10 divisions and 1005 industries. 


BLS co-chaired a research working group with the Bureau of Census, which investigated and 
proposed an approach to revising data collection standards and definitions for race and ethnicity. 
This interagency committee consisted of statistical agencies within several Federal Departments, 
such as the Department of Health and Human Services, Department of Veteran’s Affairs, 
Department of Justice, Department of Education, and many others, and worked to revise the 
government- 

wide standards on how such demographic data should be collected. BLS continues to be 
involved in developing guidelines for implementing the new standards. 


Through its work with ICSP, BLS was heavily involved in the development of FedStats, a 
“one-stop shopping” Web site for federal statistics which was completed in the spring of 1997. 
Through this site, users can access official statistical information from over 70 federal agencies 
without having to know which agency released which statistics. These data cover a wide range 
of topics, such as economic and population trends, health care costs, aviation safety, foreign 
trade, farm production, and many more. BLS continues to be involved in research and 


Strategic Plan FY 1999-2004 Page 28 
United States Department of Labor September 2000 


development activities which support the long-term goals of FedStats, including the 
development of a national statistical information infrastructure. To this end, BLS is a member 
of the intra-governmental Federal Information Services and Applications Council and a 
contributing partner in several Digital Government research projects funded by the National 
Science Foundation (NSF). 


Among statistical resources at DOL, BLS produces data on the workforce, workplace, and 
wages. For example, ETA uses occupational employment survey data in alien certification 
decisions; ESA uses compensation surveys in setting prevailing wages and benefits for 
contractors providing services to the federal government; OSHA uses occupational safety and 
health statistics to identify those areas in most need of attention; and VETS uses data on the 
employment situation for special disabled and Vietnam-era veterans in a Congressionally- 
mandated biennial report. 


BLS, moreover, maintains strong ties to the business community and to organized labor, through 
consultative groups that meet periodically. 
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Strategic Goal Two — A Secure Workforce: Promote the Economic 
Security of Workers and Families 


DOL is committed to protecting workers’ hours, wages, and other conditions when on the job, 
providing unemployment and workers’ compensation benefits when workers are unable to work, 
and expanding, enhancing, and protecting workers’ pension, health care, and other benefits. 


Department of Labor programs and agencies which support this strategic goal include the Pension 
Welfare and Benefits Administration (PWBA), the Pension Benefit Guaranty Corporation (PBGC), 
the Employment and Training Administration’s Unemployment Compensation programs, Trade 
Adjustment Assistance and North American Free Trade Agreement (TAA/NAFTA) programs, 
Workforce Investment Act, Dislocated Worker Assistance, the Employment Standards 
Administration’s Wage and Hour, Office of Labor Management Standards, and Workers’ 
Compensation programs, the Office of the Inspector General, and the Office of the Solicitor of 
Labor. 


Strategic Goal 2: Outcome Goals 
¢ Increase compliance with worker protection laws 


¢ Protect worker benefits 


¢ Increase employment and earnings for dislocated 
workers 


For Strategic Goal Two, the Secretary of Labor has established the following key priorities among 
the many programs covered by this strategic goal: 


° Domestic Child Labor: DOL will increase compliance with the Nation’s child labor laws. 
Workplaces are to be free from oppressive child labor. Young people will have 
opportunities for legal, constructive early work experience, and these youth will work 
safely and in circumstances that enhance - rather than compete with - their education. 


° Pension Education and Reform: Al! workers will have the opportunity for a comfortable 
retirement through a secure private pension plan, Social Security, and personal savings. 
DOL will work to broaden pension coverage and encourage small businesses to set up 
pension plans and to educate American workers about the financial planning 
knowledge required to enhance their retirement. This education program specifically 
targets women, minorities and youth. 
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° Patients’ Bill of Rights: DOL will continue to work with Congress to establish a strong, 
comprehensive and enforceable Patients’ Bill of Rights (PBOR) to ensure that America’s 
working families can truly rely on the health care benefits they have been promised. This 
priority is a joint effort involving representatives from various DOL Agencies which seeks 
ways to ensure the delivery of quality health care to America’s working families. As part of 
this effort, DOL has also issued a proposed regulation that, when finalized, will minimize 
the time it takes to process health benefit claims by shortening allowable time frames. 


° Dislocated Workers: DOL will ensure that workers, employers, and communities have 
the tools and services they need to plan and manage change and worker dislocation 
successfully in a dynamic economy wherever possible to minimize the effects of worker 
dislocation. Easy and universal access to these tools and services will ease workers’ 
anxiety about job changes and help them quickly find new jobs with wages and benefits as 
good as or better than their old jobs. 


The outcome goals under Strategic Goal Two are: 


° Increase Compliance with Worker Protection Laws 
° Protect Worker Benefits 
. Increase employment and earnings for dislocated workers 


OUTCOME GOAL 2.1: Increase compliance with worker protection laws 


Performance Goals:’ 


2.1A Increase compliance with labor standards laws and regulations including young 
workers in nationally targeted industries. 


2.1B Increase child labor compliance by _ percentage points over established baselines in 
those selected industries where data indicate that the risk of serious injury of young 
workers is greatest. 


2.1C Achieve child labor compliance by _% of the employers previously investigated 
in those selected industries where the data indicate that the risk of serious injury to 
young workers is greatest. 


2.1D Increase compliance by 15 percentage points (10-15 percentage points based on 
years surveys are conducted) among employers which were previous violators, and 
the subject of repeat investigations in nationally targeted industries. 


? See Appendix B for time frames for establishing baselines and targets for goals 2.1B and 2.1C. 
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2.1E Achieve 90% timely union reporting compliance by unions with annual receipts 
greater than $200,000 that timely file union annual financial reports for public 
disclosure access. 


2.1F Increase by 2.5% per year both the number of closed fiduciary investigations of 
employee pension plans where assets are restored, prohibited transactions are 
corrected, participant benefits are recovered, or plan assets are protected from 
mismanagement and risk of future loss is reduced. 


2.1G Increase by 2.5% per year the number of closed fiduciary investigations of employee 
health and welfare plans where assets are restored, prohibited transactions are 
corrected, participant benefits are recovered, or plan assets are protected from 
mismanagement and risk of future loss is reduced. 


Strategies to Achieve Goals: 


DOL’s Employment Standards Administration will conduct targeted strike force investigations in 
low-wage industries where enforcement data and history demonstrate high rates of violations or 
egregious violations, workforce demographics show a high concentration of low-wage workers, or 
there are changes, either growth or decline in an industry. Based on this information, DOL will 
determine the most effective interventions to use with repeat violators. (2.1A, B, C, D) 


DOL will conduct industry investigation-based compliance surveys to measure the change in repeat 
violators’ compliance rates, including child labor. Based on this information, the agency will 
determine the most effective interventions to use with repeat violators. (2.1A, C, D) 


DOL will continue to develop and iefer to the Soiicitor of Labor investigations for civil and 
criminal action, and make referrals to the Worker Exploitation Task Force. (2.1A, B, C, D) 


DOL will use available data to determine those industries where the risk of serious injury to young 
workers is greatest in order to target for enforcement and outreach to increase child labor 
compliance. (2.1B) 


DOL will implement a multi-prong strategy of effective enforcement to remove young workers 
from dangerous situations and target the most vulnerable workers, promote voluntary compliance 
by providing compliance educators, and create a “multiplier” effect by creating partnerships with 
employers, young workers, parents, educators, unions, advocates, and other governmental agencies. 
(2.1A, B, C, D) 


DOL will provide information to educate employees, worker advocacy groups, community 
organizations, employers, and employer associations about the provisions of the laws enforced by 
ESA’s Wage and Hour Division. (2.1A, B, C, D) 


DOL will continue specific child labor outreach programs, “Work Safe This Summer,” and 
“Fair Harvest/Safe Harvest.” (2.1B, C) 
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DOL will seek and enhance partnerships with other Federal, State, and local law enforcement 
agencies to leverage our enforcement and outreach efforts and develop corporate partnerships in 
compliance. (2.1A, B, C, D) 


DOL will strengthen processes for assessment and collection of back wages owed to employees of 
firms found not in compliance with labor standards, including the redesign of the information 
systems in this area. (2.1 A, B) 


DOL will secure reports required from unions and others under the Labor-Management Reporting 
and Disclosure Act (LMRDA) and make them available for public disclosure. DOL will 
administer programs to secure timely, accurate, and complete LMRDA reports. (2.1E) 


DOL will implement a system for electronic submission of union financial disclosure reports under 
the Labor-Management Reporting and Disclosure Act. The system will facilitate filing and provide 
easy access to a searchable database of reported information that is accessible through the Internet. 
(2.1E) 


DOL will continue to target and investigate pension plan violations where participants are most 
susceptible to actual loss of benefits, or “populations” of plan participants who are potentially 
exposed to the greatest risk of falling victim to unlawful conduct. The Solicitor will continue to 
support PWBA’s enforcement efforts by pursuing litigation to remove bad actors and to make 
financial recoveries on behalf of plan participants. In addition, the OIG will continue its effort to 
combat the influence of organized crime and labor racketeering in this arena. (2.1F) 


DOL will enforce the new health care provisions in Employee Retirement and Income Security Act 
and will develop an investigative aid to assist investigators in reviews of health plans to determine 
whether there is compliance with the new health care laws. (2.1G) 


Cross-Cutting Coordination 


To carry out its several enforcement responsibilities, DOL cooperates with DOJ, INS, DOD, GSA, 
HHS, USDA, and others, as well as coordinating with its own internal agencies. Cooperative 
efforts include coordination between ESA’s Wage and Hour Division and ETA relating to migrant 
and seasonal labor issues, and programs designed to increase compliance in the “Salad Bowl” and 
agricultural commodities. ESA works with DOD and GSA with respect to applicable wage 
determinations for government contracts. ESA works closely with ETA, USDA, HHS, and the 
states to explore the interaction of workplace laws and welfare reform. Each initiative to 
coordinate with other agencies is designed to increase compliance with worker protection laws by 
leveraging resources, reducing overlapping activity, and utilizing the strengths of each entity. 


Another cross-cutting initiative is the President’s “Worker Exploitation Task Force’, co-chaired by 
the Solicitor of Labor and the Assistant Attorney General for Civil Rights (DOJ). This task force 
facilitates criminal investigations and prosecutions of cases involving slavery and abuse of workers 
including undocumented foreign nationals who are lured to this country and then exploited. The 
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task force consists of representatives from DOJ’s Civil Rights Division, Violence Against Women 
Office, and Office of Victims of Crime, as well as the FBI, EEOC, INS, DOL, and the State 


Department. 


ESA’s Wage and Hour Division is the lead agency in coordinating the Secretary’s domestic child 
labor initiative, “Safe Work/Safe Kids,” among virtually all agencies in the Department. This is a 
multi-prong strategy of enforcement, education, and partnerships to ensure that young people have 
opportunities for legal, constructive early work experience which is safe and enhances, rather than 
competes with, their education. Two multi-year performance goals have been added to reflect this 
Secretarial priority. 


To leverage its impact — both with respect to enforcement and the dissemination of information 
ultimately leading to increased compliance - ESA’s Wage and Hour Division seeks to enter into 
partnerships with industry leaders, employers, employer associations, commercial consumers, and 
the States. For example, the Department has supported the work of the Fair Labor Association, the 
organization established by the Apparel Industry Partnership to oversee implementation of its 
Workplace Code of Conduct and monitoring principles. Subsequent to the discovery in 1998 of 
very young children working illegally in the onion harvest, four producers in the Texas Rio Grande 
Valley signed a compliance monitoring agreement with Wage and Hour committing to check for 
child labor compliance at least twice a day when crews are planting or harvesting; prescreen farm 
labor contractors before entering into contractual agreements; notify Wage and Hour immediately 
upon finding a child labor violation; and cooperate or take appropriate steps to remedy the 
violation; train employees and farm labor contractors about the child labor requirements before 
each planting or harvesting season; and, report semiannually to Wage and Hour the results of their 
monitoring activities. Investigations during the area’s 1999 harvest found no children illegally 
employed. Now compliance agreements with producers, processors, and packers are routinely 
encouraged. In 1999, Sears, Roebuck and Company entered into a corporate-wide program to help 
ensure compliance by conducting self-audits, enhancing training for store managers and young 
workers and providing informational material to the parents of all young workers under 18 years of 
age. At the end of the year, Toys R’ Us entered into a similar agreement. These agreements are 
being used as models for other corporations, especially in industries such as retail where youth are 
frequently employed. In addition to partnering with K-Mart, the American Academy of Pediatrics, 
the National Consumers League and the National Institute for Occupational Safety and Health to 
promote its annual “Work Safe This Summer” educational campaign, in 1999 the Department 
added new partners - the National Association of Theater Owners, National Recreation and Parks 
Association, and the International Association of Amusement Parks and Recreation. Consistent 
with the “Safe Work/Safe Kids” initiative, the Secretary announced a partnership with the States, 
the Federal/State Child Labor Task Force, to improve coordination of child labor enforcement and 
outreach activities and enhance communication including the sharing of data about the 
employment of youth and strategies about their safe employment. 


In accordance with the Small Business Regulatory Enforcement Fairness Act (SBREFA), DOL’s 
Office of Smali Business Programs (OSBP) provides one-stop service as a clearinghouse for DOL 
compliance assistance information, inquiries, and comments on enforcement activity. OSBP 
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serves a cross-cutting function by coordinating with all of the DOL enforcement agencies on 
customer/stakeholder feedback to resolve problems and improve agency operations. 


Every enforcement agency within DOL maintains close ties and shares information with other law 
enforcement agencies. In the Labor-Management Reporting and Disclosure Act (LMRDA) 
criminal enforcement matters, cooperation may extend, as appropriate, to participation in joint 
investigations with other federal agencies, including the FBI and IRS. The DOL-OIG coordinates 
its investigations into organized crime/labor racketeering activity in internal union affairs with the 
DOJ and pertinent law enforcement entities. At the Departmental level, joint investigations are 
conducted with PWBA, and the DOL Office of Inspector General. 


In carrying out the Department’s Employee Retirement and Income Security Act (ERISA) and 
Federal Employee Retirement Security Act (FERSA) responsibilities, PWBA, assisted by the 
Solicitor of Labor, coordinates its enforcement, policy, and regulatory, as well as public 
information programs with numerous federal, state, and local entities. Similarly, DOL-OIG 
coordinates its investigations into organized crime/labor racketeering activity in employee benefit 
plans with the Department of Justice and pertinent law enforcement entities. Under ERISA, two 
DOL agencies, PWBA and PBGC share responsibility with the Treasury Department and the IRS. 
DOL works on health benefit matters with HHS. Cooperation with these agencies promotes 
increased benefit coverage by minimizing regulatory and administrative burdens, to the extent 
appropriate, with respect to ERISA’s statutory and regulatory requirements. DOL also sponsors 
the ERISA Advisory Council, a vehicle for private-sector coordination. 


Additionally, DOL often coordinates enforcement actions with financial institution regulatory 
agencies, such as the Comptroller of the Currency, the Federal Reserve System, the Federal 
Deposit Insurance Corporation, the National Credit Union Administration, the Securities Exchange 
Commission, state insurance, and financial regulatory entities, as well as with enforcement 
agencies such as the FBI, U.S. Postal Service, and state and local law enforcement agencies. This 
coordination supports DOL’s performance goal of increasing the number of PWBA investigations 
that result in positive monetary results. 
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OUTCOME GOAL 2.2 Protect Worker Benefits 


Performance Goals: 


2.2A Provide fair benefit determinations and timely benefit payments to unemployed 
workers. By 2004: 


- Increase to 42 the number of States meeting the minimum performance 
standard for quality in handling eligibility determinations. 


- Increase to 48 the number of States meeting or exceeding the minimum. 
performance criterion that 90% of all first payments will be made within 
14/21 days. 


2.2B_ Increase by 10% benefit recoveries achieved through the assistance of Pension 
Benefit Advisors. 


2.2C Increase by 5% the number of workers who are covered by a pension plan 
sponsored by their employer, particularly women, minority and workers in small 
business. 


2.2D Return Federal employees to work following an injury as early as appropriate 
indicated by an 8% reduction from the FY 2000 baseline in the average number of 
production days lost due to disability. 


2.2E Produce $165 million in cumulative first-year savings in the FECA Program 
through Periodic Roll Management (PRM). 


2.2F Inthe FECA Program, reduce the overall average medical service cost per case by 
2% (adjusted for inflation). 


2.2G_ Each area of the country will be surveyed for all four types of construction at least 
every three years, and the resulting Davis-Bacon wage determinations validly 


represent locally prevailing wages/benefits. 


2.2H Reduce to 3 to 4 years the average timeframe to send final, accurate benefit 
determinations to participants in defined benefit pension plans taken over by PBGC. 


Strategies to Achieve Goals: 


Support State initiatives to examine, ensure and/or enhance the macroeconomic effectiveness of 
the Unemployment Insurance programs. (2.2A) 
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DOL will support and work cooperatively with State and other Federal partners’ efforts to build a 
strong and effective workforce system. (2.2A) 


DOL will complete the development and implementation of UI PERFORMS to provide a 
framework for renewed program improvement efforts. This wil! include completion of additional 
performance measures development; refinement of the State Quality Service Plan (SQSP) and the 
planning process, promulgation of an overall UI PERFORMS regulation and development and 
institution of additional performance incentives. Program improvement efforts will initially 
emphasize raising performance by identifying States which fail to attain minimum performance 
levels (i.e., failure to meet performance criteria) and working with them on the development of 
realistic, achievable corrective action plans. (2.2A) 


DOL will engage in ongoing discussions with States, employers, and claimants to improve 
communication, identify issues and needs, and promote input in the design of the UI program. 
(2.2A) 


DOL will support UI program design and improvement through a revitalized research program. 
(2.2A) 


DOL will promote financing equity and adequacy by developing a new system for estimating the 
level of resources needed for administering the UI program and their distribution. (2.2 A) 


DOL will provide a prompt and courteous response to all benefit complaints filed with PWBA and 
furnish the complainant with an understandable explanation of the outcome of PWBA’s review and 
investigation and in appropriate cases, make inquiries on their behalf. (2.2B) 


DOL will promote greater overall levels of retirement savings by encouraging individuals to begin 
saving at a younger age; improving individuals’ understanding of their savings options and the 
consequences of their choices and encouraging businesses, especially smaller companies, to 
provide greater educational services to their employees. As part of this effort, DOL will increase 
the number of targeted educational materials distributed which promote pensions for women, 
minorities, and small businesses. (2.2C) 


DOL will promote increased benefit coverage by continuing to work with other Employee 
Retirement Income Security Act (ERISA) Agencies (Treasury and IRS) to minimize regulatory and 
administrative burdens with respect to the requirements of ERISA. For example, this is 
accomplished by exploring alternative means of compliance such as the electronic filing of plan 
documents. DOL and the other ERISA agencies have already worked to shorten the Form 5500 
annual report filed by pension and other benefit plans. (2.2C) 


DOL will facilitate returns to work through better oversight of medical treatment by actively 
managing disability cases to include intervention in the early (Continuation of Pay) period of 
disability and improved access to expert medical evaluation; communicating more effectively with 
medical providers, through better technology and interaction between treating physicians and nurse 


Strategic Plan FY 1999-2004 Page 38 
United States Department of Labor September 2000 


case managers; and screening treatment and pharmacological case histories against established 
norms, identifying treatment outside those norms for directed review, in the context of speedy 
return to work, (2.2D) 


DOL will streamline the vocational rehabilitation process and make it more effective; and work 
with agencies to achieve reasonable accommodation for disabled employees in light of the goals of 
the Presidential Task Force for accommodation of adults with disabilities. (2.2D) 


DOL will expand electronic filing of injury notices and claims for wage loss to all agencies, to 
permit earlier intervention in disability cases, improve the medical authorization process, so that 
injured employees get appropriate and needed medical treatment as soon as practicable; and use 
“intelligent software” to prompt earlier adjudication and case management of selected injury cases. 
(2.2D) 


DOL will use regular meetings with stakeholders at the national level as a vehicle for program 
improvement; and will work with agencies to achieve the goals of Federal Worker 2000. (2.2E) 


DOL will maximize staff efficiency through “paperless” technology and electronic data 
interchange, and use redesigned automated tools to support continuous disability management of 
all cases, from early intervention through long-term disability. (2.2E) 


DOL will improve internal medical authorization and medical oversight to ensure the 
appropriateness of treatments; expand the use of commercial software to screen incoming medical 
bills for duplicate services and abusive billing practices; evaluate and resolve questionable billings; 
and apply fee schedules to ensure appropriate payment for medical services. (2.2E, F) 


DOL will establish a trained staff in each office to carry out a regular quality bill review program 
and eliminate payment errors as measured by annual audits. (2.2F) 


DOL will improve the model for forecasting future FECA benefit costs for Federal agencies. 
(2.2E, F) 


DOL will re-engineer/“reinvent” the Davis-Bacon wage survey/determination system and, as part 
of a re-engineering/“reinvent” initiative, determine appropriate source(s) for wage data. It will also 
establish baselines to evaluate the results of the re-engineering/“reinvention” effor in areas such as 
response time on calls and letters, customer satisfaction, valid complaints of the wage 
determination rates, and accuracy of the wage rates. (2.2G) 


PBGC will streamline the process for bringing defined benefit pension plans under PBGC 
trusteeship in order to reduce processing times and produce final benefit determinations faster for 
participants. Due to the complexity of the benefit calculations required by current law, reduction 
below the 3 to 4 year timeframe for most plans is not currently seen as feasible. The streamlining 
PBGC will continue to conduct will largely be based on customers surveys and focus groups, 
process re-engineering, and improved, customer-oriented computer systems. (2.2H) 
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Cross-Cutting Coordination 


To fulfill the Department's employee benefit plan responsibilities, PWBA works with HHS, 
Treasury, the National Economic Council, the Bureau of Census, the Bureau of Labor Statistics, 
the Thrift Savings Board, the Solicitor’s Office, the Small Business Administration, and PBGC. 
A specific example of crosscutting activity which directly supports performance goals is DOL’s 
recent joint initiative with the Small Business Administration to expand pension coverage for 
women, minorities, and small businesses. 


PWBA has established a federal-state-local partnership to educate employee benefit plan 
participants who are at risk, namely, dislocated workers who face job loss and associated benefits 
losses, in understanding not only their rights under ERISA, Consolidated Omnibus Budget 
Reconciliation Act, Health Insurance Portability and Accountability Act, etc., but also how their 
employment status may affect their pension and health benefits. 


As part of a federal-state program to ensure the integrity of the Unemployment Insurance Fund, 
DOL provides leadership in the review and reform of Unemployment Insurance administrative 
financing and the examination of eligibility provisions to expand the safety net for low-wage 
workers who lose their jobs. DOL continues to work closely with the Treasury, OMB, the Council 
of Economic Advisors, and National Economic Council on its UI Reform Proposal and solvency 


targets. 


In addition, links will be forged with the Treasury for electronic transfer of accounting data 
between the UI Trust Fund accounting system and the DOL system. Electronic exchange of data 
with SSA will increase the speed and accuracy of determinations on UI claims, thus reducing 
fraud. 


DOL will continue to work with Treasury, SSA, and BLS to develop uniform wage record forms, 
simplify tax reporting, and enhance electronic reporting, in order to reduce employers’ costs of 
submitting tax forms and provide ETA and other agencies with more timely information for 
ensuring program integrity. ETA will also continue to work with BLS to improve general accuracy 
and accessibility of UI data, particularly wage record data used for economic indicators, such as 
identifying inter-area commuters, and for program outcome data on post-program earnings for a 
variety of workforce development programs. 


ESA’s Federal Employees’ Compensation Act (FECA) program involves every federal agency in 
the filing and management of injury compensation claims. The FECA program coordinates with 
the Office of Personnel Management on matters of benefit elections, and in some specialized 
claims, with state and local police agencies on matters of entitlement and benefits. Federal 
agencies which undertake special initiatives work closely with FECA program offices at the 
national and regional levels to evaluate best practices. Other efforts also improve communication 
and cooperation. Through the Agency Query System (AQS), the Department provides secure, on- 
line information to enable agencies to provide better service to their injured employees and assist 
in FECA claims processing and case management. In new injury cases, the Department assigns 
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nurses to coordinate among injured workers, agencies, and medical providers to resolve issues and 
facilitate recovery and return to work. 


ESA’s Office of Workers’ Compensation Programs is working in partnership with all federal 
agencies in two key performance areas: the improvement in the timeliness of injury claims 
submissions — in part through expansion of electronic links for claims submission — and an 
increase in re-employment opportunities. ESA has been using, and plans to expand, its Internet 
site to post agency performance results related to these activities. 


On July 2, 1999, the President signed the Federal Worker 2000 Initiative, which requires Federal 
agencies to reduce new workplace accident/illness rates, speed the timeliness of reporting new 
injuries to the Department of Labor, and reduce lost production days rates. ESA’s OWCP will 
work with federal agencies to meet these goals by intervening in lost time cases, providing case 
management, and tracking disability time lost during the Continuation of Pay period immediately 
following an injury. ESA’s OWCP will measure agencies’ performance against the baseline for 
the Lost Production Days goal, and will continue to post agencies’ quarterly performance during 
FY 2000 on its Federal Worker 2000 website. ESA will continue to track and post detailed agency 
(and sub-agency) performance in terms of timely injury notice submission, another of its Federal 
Worker 2000 goals. ESA’s OWCP will work in tandem with OSHA to help agencies reduce 
accident/illnesses as well as speed return to work. 


OUTCOME GOAL 2.3: Increase employment and earnings for retrained workers 


Performance Goals: 


2.3A By PY 2002, 75% of the individuals registered under the WIA dislocated worker 
program will be employed in the quarter after exit. 


2.3B By PY 2002, 85% of the individuals registered under the WIA dislocated worker 
program will be employed in the third quarter after program exit. 


2.3C By PY 2002, the individuals registered under the WIA dislocated worker program 
who are employed in the third quarter after program exit will have 92% of their pre- 
dislocation earnings. 


2.3D By 2002, 75% of workers dislocated in large part because of trade and who receive 
trade adjustment assistance benefits will be employed in the quarter after program 
exit. 


2.3E By 2002, 85% of workers dislocated in large part because of trade and who receive 
trade adjustment assistance benefits will be employed in the third quarter after 
program exit. ) 
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2.3F By 2002, workers dislocated in large part because of trade and who receive trade 
adjustment assistance benefits, who are employed in the third quarter after program 
exit, will earn 92% of their pre-dislocation earnings. 


2.3G By PY 2002, the wages of the incumbent workers receiving training under the 
incumbent worker initiative will be 5% higher than their pre-program wages, when 
measured in the first quarter after program exit. 


Strategies to Achieve Goals: 


DOL will provide access to training and reemployment services to more dislocated workers 
through increased formula-funded grants to states and discretionary emergency grants. 
(2.3A, B, C) 


DOL will educate dislocated workers on services available and access points by continuing support 
of the national to!l-free telephone system. (2.3A, B, C) 


DOL will help local areas to better understand business and labor market trends. This will include 
gathering and sharing information on methods to forecast local job growth and decline (i.e., 
community strategic planning, localized labor market audits) which will help communities prevent 
dislocations, more effectively target their training resources, and support business growth and 
worker welfare. (2.3A, B, C) 


DOL will help prevent dislocations and upgrade workers’ skills by investing in technical 
assistance, demonstrations and other projects that include the skill shortage initiative, and 
innovative incumbent worker training strategies. (2.3A, B, C) 


DOL will improve services to dislocated workers who are likely to exhaust unemployment 
insurance benefits under the Worker Profiling and Reemployment Services component of the 
workforce system by providing re-employment services (e.g. job search workshops, counseling, 
referrals to suitable openings) and other needed assistance. (2.3A, B, C) 


Expand and enhance the coverage of trade adjustment assistance by supporting the enactment of 
TAA reform legislation which provides for certification oi workers displaced by shifts of 
production to offshore locations, increases the funds available for worker retraining, and reduces 
the time provided for the issuance of TAA certifications. (2.3D, E, F) 


DOL will visit and provide operational and technical assistance to Incumbent Worker grantees to 
ensure that they become fully operational in the shortest time period and to avoid potentially 
harmful issues in program start-up. (2.3G) 
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Cross-Cutting Coordination 


The Department is a leader in collaborating with other federal agencies, including Commerce, 
Agriculture, HUD, Treasury, SBA, as well as state and local governments, to undertake efforts for 
economic development and community adjustment assistance in areas affected by worker 
dislocations, including trade-impacted areas. These government entities work with the Community 
Adjustment and Investment Program (CAIP) and the North American Development Bank 
(NADBank), created by the implementing legislation for the North American Free Trade 
Agreement, to increase business investment opportunities and employment opportunities for 
dislocated workers. 


Through the creation of America’s Learning Exchange -- part of America’s Career Kit -- the 
Department is helping to create a training marketplace to link training providers with individuals 
and employers who need new skills. The Exchange involves a partnership with 16 states, the 
Public Broadcastirg System, and the American Society of Training and Development. 
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Strategic Goal Three - Quality Workplaces: Foster Quali 
- Workplaces That Are Safe, Healthy 
and Fair 


This strategic goal will foster workplaces that are safe, healthy, and fair. As today’s workplace is 
increasingly affected by global markets, DOL will also address core international labor standards 
and child labor as they affect American workers. 


Department of Labor programs and agencies which support this strategic goal include the 
Employment Standards Administration’s Office of Federal Contract Compliance Programs, the 
Employment and Training Administration, the Occupational Safety and Health Administration, the 
Mine Safety and Health Administration, and several Departmental Management agencies, 
including the Bureau of International Labor Affairs, the Women’s Bureau, the Office of the 
Solicitor, and the Office of the Assistant Secretary for Administration and Management . 


Strategic Goal 3: Outcome Goals 
¢ Reduce workplace injuries, illnesses, and fatalities 
¢ Foster equal opportunity workplaces 


¢ Increase availability and effectiveness of programs that 
support a greater balance between work and family 


¢Reducee , ion of child labor and address core 
International Labor Standard Issues 


The Secretary of Labor’s key priorities for this strategic goal are the following: 


. Ergonomics: DOL will develop an ergonomics standard that permits employers and 
employees flexibility in dealing with ergonomic problems to reduce injuries and illnesses 
due to overexertion, or other physical stress in the workplace. 


. Pay Equity: DOL is committed to promoting the dignity of all work by ensuring equal 
pay, ending pay discrimination and ensuring equal employment opportunities. 


, International Labor Standards: DOL will influence a global economy where worldwide 
implementation of core labor standards is the basis for continuous improvement of working 
conditions and sustainable and fair economic growth. 
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OUTCOME GOAL 3.1: Reduce Workplace Injuries, Ilinesses, and Fatalities 


Performance Goals: 


3.1A Reduce the number of mine fatalities and non-fatal injury rate to below the average 
number recorded for the previous 5 years. 


3.1B Reduce by 20% the percentage of coal dust and silica dust samples that are out of 
compliance, for coal mines and metal and nonmetal high-risk mining occupations, 
respectively. 


3.1C Reduce three of the most significant types of workplace injuries and causes of 
illnesses (silica exposure; amputations; and lead exposure) by 15%. [These injuries 
and causes of illnesses are FY 2002 targets and will be replaced in FY 2003.] 


3.1D Reduce injuries and illnesses by 15% in five industries characterized by high-hazard 
workplaces (shipyards, food processing, nursing homes, construction and logging). 
[These industries are FY 2002 targets and will be replaced in FY 2003.] 


3.1E Reduce injuries and illnesses by 20% in at least 100,000 workplaces where OSHA 
initiates an intervention. [This goal will be completed in FY 2002.] 


3.1F Decrease fatalities in the construction industry by 15%, by focusing on the four 
leading causes of fatalities (falls, struck-by, crushed-by, and electrocutions and 
electrical injuries). 


3.1G_ Reduce work-related ergonomic injuries and illnesses by 15% in general industry. 


3.1H Reduce injuries and illnesses by 15% at work sites engaged in voluntary, 
cooperative relationships with OSHA. 


Strategies to Achieve Goals: 


For mandated inspections, DOL will place special emphasis on the types of mines and accidents 
experiencing high levels of injuries and fatalities. It will investigate fatal accidents and serious 
nonfatal accidents, use problem solving, root cause analysis, and trend analyses to address 
persistent safety problem areas. These investigations and analyses provide valuable information 
which is also used by industry and labor organizations to develop strategies to prevent similar 
occurrences and to promote awareness in areas of concern. DOL will conduct targeted “safety 
sweeps” to educate and assist mine workers and operators in ways to improve the safety 
environment as a certain trend becomes evident. (3.1 A) 
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DOL will conduct activities designed to assist industry and labor in improving safety and health 
conditions and practices to include: assisting mine operators in solving difficult safety and health 
problems, directing informational outreach programs to focus attention on high incidence causes of 
accidents and illnesses, providing advice on “best practices” information tailored to individual 
mining operations, providing onsite individual mine safety and health training program 
evaluations, and distributing safety and health training materials. (3.1A & B) 


DOL, via MSHA, will continue to implement the recommendations of the Advisory Committee on 
the Elimination of Pneumoconiosis Among Coal Mine Workers by sampling respirable dust with 
greater frequency, increasing monitoring inspections at coal mines that continue to have difficulty 
complying with dust standards, focusing on the maintenance and operation of required dust 
controls and the adequacy of the requirement for operators to collect representative coal dust 
samples, and offering educational and training assistance on effective dust controls for those who 
ask for it. At metal and nonmetal mines, DOL will increase targeted inspection activities and 
increase sampling presence in mines with excessive silica dust levels. (3.1 A) 


DOL will enhance international cooperation in order to promote injury and illness prevention 
through international mine safety and health standards, to articulate common concerns in dealings 
with industry throughout the world, and to pool expertise and the exchange of technical 
information. (3.1A & B) 


DOL will maintain a strong enforcement presence as an effective deterrent for employers who fail 
to meet their safety and health responsibilities. (3.1C-H) 


Use site-specific injury and illness data to target inspections to address the most significant types of 
workplace injuries and causes of illnesses, industries characterized by high-hazard workplaces, and 
the workplaces with the worst safety and health records. (3.1C-G) 


Link OSHA’s compliance assistance and enforcement strategies, including the OSHA Consultation 
program, to impact the hazards and industries targeted by OSHA’s performance goals in a 
coordinated, complementary manner. (3.1C-G) 


OSHA will implement local strategic initiatives which address OSHA strategic and performance 
goals. (3.1C-H) 


DOL will support and collaborate with its State Plan Partners to assist in implementation of State 
strategic plans focused on improvements in workplace safety and health and will work with State 
plan partners to support State strategic activities to reduce occupational injuries, illnesses, and 
fatalities. (3.1C, D, E &F) 


DOL will deliver an appropriate mix of interventions and compliance assistance tools to assist 
employers in complying with final rules, including the use of new technologies to provide 
compliance assistance, such as distance learning technologies, including web-based and interactive 
technical assistance tools; as well as dedicating staff in OSHA’s field offices to coordinate and 
conduct compliance assistance activities. (3.1C-G) 
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OSHA will develop partnerships and other cooperative efforts with the occupational safety and 
health community to identify and address significant workplace hazards, emphasizing those 
targeted by OSHA’s performance goals. (3.1H) 


Cross-Cutting Coordination 
Outcome goal: Reduce workplace injuries, illnesses, and fatalities (MSHA, OSHA) 


Within the Department, OSHA, MSHA, BLS, and ESA work together to accomplish performance 
goals for reducing workplace injuries, illnesses, and fatalities. OSHA and BLS collaborate to 
ensure that workplace injuries, illnesses and fatalities are accurately reported. They have worked on 
a new recordkeeping rule that will offer clearer definition of work-relatedness, a better explanation 
of what constitutes light duty, and a much improved and simpler recordkeeping form. 
Collaborative efforts to ensure consistency in regulatory actions that affect workers in both OSHA 
and MSHA jurisdictions are ongoing. MSHA provides expertise to evaluate laboratories under 
OSHA’s certification program of Nationally Recognized Testing Laboratories, while OSHA 
performs asbestos analysis for MSHA. 


OSHA and ESA coordinate under the Department's Safe Work/Safe Kids initiative to help ensure 
that teens have safe and positive work experiences. Safe Work/Safe Kids embraces a strategy of 
enhanced enforcement, increased education, strong partnerships, and heightened public awareness. 
For example, when recently, in Webster, New York, a 12-year-old boy severed his arm below the 
elbow while operating an auger, the ESA’s Wage and Hour Division cited the employer for 
employing a child under the legal age for employment, for permitting a child under 18 years to 
operate a machine prohibited by a Hazardous Occupations Order, and for permitting a child to 
work in a warehouse, a prohibited area. OSHA also cited the firm for failing to properly guard the 
auger, an alleged serious violation. 


Both MSHA and OSHA work closely with the National Institute for Occupational Safety and 
Health (NIOSH), which is responsible for conducting research on occupational safety and health 
issues. One of the disadvantages that both agencies face as they seek to reduce the risk of 
occupational illness is a lack of good, solid data that ties specific illnesses to certain specific 
workplace conditions. Next year, NIOSH will launch another occupational exposure survey to find 
out more about workplace hazards, exposures and controls in industries covered by both MSHA 
and OSHA. The new survey will cover both more industries and more issues than the surveys 
NIOSH conducted in the 1970's and 1980's. NIOSH also has supported OSHA in verifying the 
science on workplace ergonomics in their literature review, which OSHA relied on in its proposed 
ergonomics standard. NIOSH concluded that there is clear evidence that poor ergonomic 
conditions are causing injuries in the workplace, and that there are solutions that work. 


NIOSH is also assisting in MSHA's pilot "Miners' Choice Health Screening" chest x-ray program 
to determine the extent of black lung disease in the Nation. NIOSH is coordinating the readings 
and notifies the miner--a voluntary participant; MSHA receives only statistical information. 
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To help the Department mec: its performance goal of reducing illnesses due to silica exposure and 
other workplace-related diseases, MSHA and NIOSH have developed working relationships in 
several areas, including respirator performance, explosives research, and medical research. An 
example of a successful joint program was the Department of Labor’s National Campaign to 
Eliminate Silicosis, which was launched by MSHA, OSHA, and NIOSH, in partnership with the 
American Lung Association. This effort led to stepped up focus on compliance assistance and 
enforcement initiatives across ail occupations where overexposure to silica must be reduced. 


To help accomplish the goal to identify and remove potential risks to construction workers, OSHA 
is coordinating with the Federal Highway Administration and others in a Work Zone Safety 
Awareness Week program. Road construction workers are exposed to safety and health hazards 
which often lead to serious physical harm and death. Road construction zones nationwide are 
estimated to increase by 66% over the next six years. The majority of fatalities involve workers 
struck by motorists and construction vehicles. Roadway workers also face hazards from crane use, 
trench activities, falls from heights, lead exposure, silica exposure, and other hazards. OSHA has 
also launched inspections to reduce fatalities, injuries, and illnesses at road construction zones in 
Illinois, Wisconsin, and Ohio. 


OSHA has coordinated with the Centers for Disease Control (CDC) to issue a Hazard Information 
Bulletin for Lyme disease that includes the present state of knowledge regarding the disease and 
protective measures of which workers and employers need to be aware. The Bulletin advised on 
the signs and symptoms of Lyme disease, as well as on preventive measures for decreasing the risk 
of Lyme disease transmission. Most cases of early Lyme disease can be successfully treated with 
commonly available antibiotics; therefore, early diagnosis and initiation of therapy are important to 
ensure the best possible treatment outcome. 


Realizing the need to reach out to the small business community, OSHA is taking major steps to 
work with the SBA, and in particular with the SBA’s Office of Advocacy. OSHA has developed a 
strong working re .ationship with the Advocate in Washington, D.C., and is partnering with the 
Regional Advoc:tes network to conduct Small Business Forums in each region. OSHA is 
developing a small business guide on amputations that will identify the major types of equipment 
that cause amputations in various industries and provide abatement strategies. OSHA offers many 
resources designed specifically for smaller employers. The Agency wants to encourage small 
businesses to establish safety and health programs and find and fix hazards to prevent workplace 
injuries and illnesses. OSHA’s webpage for small businesses provides one-stop shopping for the 
most popular materials for small businesses — from free on-site consultation, to interactive 
computer software, to technical information and easy-to-follow guides for specific OSHA 
standards. It also includes links to local OSHA offices and to the Small Business Administration. 


Several other Federal Government agencies have safety and health responsibilities which overlap 
with those of OSHA, MSHA and ESA, including the U.S. Coast Guard (for protection of workers 
in industries dealing with water safety), the Federal Aviation Administration and the Federal 

Railroad Administration, the Department of Energy and the Nuclear Regulatory Commission, and 
the Bureau of Alcohol, Tobacco and Firearms. Through the use of Memoranda of Understanding 
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and other interagency agreements, MSHA, OSHA and ESA continue to work toward eliminating 
duplication and minimizing overlap of activities. 


In recent years, OSHA has also participated in initiatives expanding the Voluntary Protection 
Program to Federal agencies. The Department of Interior’s National Park Service is currently 
implementing its own VPP project. With regard to broader safety and health efforts in Federal 
agencies, OSHA has implemented the President’s initiative, Federal Worker 2000, to reduce 
workplace injuries and illnesses in Federal agencies, and working in tandem with ESA, reduce the 
average duration of time away from work due to work injuries and speed return to work. 


OUTCOME GOAL 3.2: Foster Equal Opportunity Workplaces 


Performance Goals:° 


3.2A_ Increase by 30% the number of federal contractors brought into compliance with the 
EEO provisions of federal contracts via compliance evaluation procedures. 


3.2B To increase compliance with the EEO requirements among federal contractors, 
measure the effectiveness of OFCCP’s education, technical assistance, and outreach 
efforts. 


3.2C Narrow the wage gap for protected groups within the federal contractor reporting 
community. 


3.2D Review methods of administration submitted under Workforce Investment Act 
(WIA) for those state administered plans that have been fully approved by ETA and 
procedures for ensuring nondiscrimination in 4 national programs. Notify states and 
national programs of compliance or actions required to be in compliance with all 
civil rights laws and regulations. 


Strategies to Achieve Goals: 


As part of the DOL Equal Pay Initiative, DOL will review pay issues in all ESA supply and service 
reviews, and will emphasize pay issues in focused reviews. In cooperation with the National 
Solicitor of Labor (NSOL), DOL will jointly develop and implement a model enforcement 
(investigative and litigation) strategy. (3.2A & C) 


DOL will fully implement a tiered compliance review strategy that increases the number of contacts 
with federal contractors, reduces the paperwork burden on federal contractors, and allows flexibility 
for tailored reviews without conducting a full investigation in every case. (3.2A, C) 


> Goals 3.2A, B & C are in the process of being reevaluated with planned revisions to the goals and 
methodology targeted for the end of FY 2000. 
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DOL will provide information such as publications and Internet communications on key equal 


employment opportunity and affirmative action issues (including the Fair Pay Clearinghouse). 
(3.2B) 


DOL will promote “best practices” by federal contractors that have exceptional affirmative action 
and nondiscrimination programs by recognizing their efforts with the Exemplary Voluntary Efforts 
(EVE) Award, the Opportunity 2000 Award, the Exemplary Public Interest Contribution (EPIC) 
Award, and the Industry Liaison Group Award. As part of the DOL Equal Pay Initiative, DOL will 
consider pay issues when evaluating eligibility for these awards. (3.2B) 


As part of the DOL Equal Pay Initiative, DOL will implement a new computerized employer self- 
audit tool. (3.2C) 


DOL will promote compliance with applicable civil rights laws and regulations by conducting 
training conferences and custom-tailored training. Training will be provided for state and sub-state 
level financial assistance recipients on the full array of civil rights and nondiscrimination laws and 
regulations to enhance their knowledge and skills in « »:: ntarily fulfilling the recipients’ equal 
opportunity obligations. (3.2D) 


DOL will conduct compliance reviews of states through the use of the Methods of Administration 
instrument. Each year, state entities scheduled for review will be assessed for compliance and 
voluntary conciliation agreements will be formulated for those entities determined not to be in 
compliance. (3.2D) 


DOL will conduct follow-up reviews with state entities to ensure that the terms of conciliation 
agreements are being followed. Use of conciliation agreements will be the preferred vehicle to 
bring recipients into voluntary compliance. (3.2D) 


DOL will work in partnership with grant recipients and equal opportunity staff at designated one- 
stop centers ensuring equal access to core services (i.e., labor exchange services, income 
maintenance, job search assistance, individual intensive services, training and labor market 
information). (3.2D) 


DOL will educate grant recipients and equal opportunity staff of designated One-Stop centers on 
compliance with applicable Civil Rights laws related to persons with disabilities, including section 
188 of WIA, Section 504 of the Rehabilitation Act of 1973, as amended, and Title II of the 
Americans with Disabilities Act, in voluntarily fulfilling the grant recipients’ equal opportunity 
obligations. (3.2D) 


DOL will identify problems or potential barriers to providing universal access in the service 
delivery system of one-stop centers which may necessitate modification of processes at other one- 
stop centers. (3.2D) 
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DOL will resolve disputes related to providing core services through Alternative Dispute Resolution 
as required under Departmental regulations implementing section 188 of WIA promoting voluntary 
compliance with applicable Civil Rights laws and associated statutes. (3.2D) 


Through increased monitoring of targeted Job Corps Centers DOL will identify problems or 
potential barriers to provide equal access to persons with disabilities which may necessitate 
modification of processes at other Job Corps Centers. (3.2D) 


Cross-Cutting Coordination 


The Secretary established an interagency team including ESA’s OFCCP, WB, PWBA, ETA, 
MSHA, OSBP and others, to develop cross-cutting programs and policies with the ultimate goal of 
achieving equal pay for women. 


OFCCP’s ongoing use of the Memorandum of Understanding (MOU) mechanism reflects the 
Departmental commitment to formalize complementary efforts between federal agencies. For 
example, an MOU with the ESA Wage and Hour Division provides information exchange and 
effective enforcement of the Family and Medical Leave Act. An MOU with Veterans’ Employment 
and Training Service allows coordinated public outreach efforts and information sharing regarding 
covered veterans. Outside the Department, OFCCP’s MOU with the Department of Justice (DOJ) 
Office of Special Counsel provides for referral of information sharing, and coordinated public 
outreach efforts. An MOU with DOJ’s Immigration and Naturalization Service (INS) allows the 
prompt referral to INS of all suspected violations against the employment of unauthorized workers. 
OFCCP’s MOU with the Equal Employment Opportunity Commission (EEOC) provides 
procedures for the coordinated collection, sharing, and analysis of data regarding 

individual or class complaints of discrimination on the basis of race, gender, national origin, or 
disability status. OFCCP is actively pursuing agreements with other federal contracting agencies. 


Similar to ESA’s OFCCP, the Civil Rights Center (CRC) works closely with DOL agencies, other 
federal agencies such as Justice, EEOC, HHS, and the U.S. Commission on Civil Rights. In 
addition, the CRC has membership on the Council of Federal Sector EEO and Civil Rights 
Directors as well as ongoing relationships with the Interstate Conference of Employment Security 
Agencies, the National Association of Cities and Counties, the Interstate Association of Personnel 
in Employment Security to enhance its enforcement and civil rights compliance efforts. 


OUTCOME GOAL 3.3: Increase availability and effectiveness of programs that support 
a Greater Balance Between Work and Family 


Performance Goals: 


3.3A By 2004, the number of states with registered child care apprenticeship programs 
will increase to 49 and the number of newly registered child care apprentices will 
increase cumulatively by 20% over FY 2000 baseline. 


Strategic Plan FY 1999-2004 Page 52 
United States Department of Labor September 2000 


Strategies to Achieve Goal: 


DOL through ETA will increase the availability of child care by facilitating the development of 
States’ consortia of representatives from the child care industry and government entities and by 
providing consultative and technical assistance to the States. (3.3A) 


Cross-Cutting Coordination 


To increase the number of states with child care apprenticeship programs, ETA will lead efforts that 
coordinate closely with the National Association of State and Territorial Apprenticeship Directors. 
ETA will continue to work with HHS on Head Start and child care issues; with HUD in the 
expansion of the HUD’s Step-Up Program; internally with Job Corps on efforts to establish child 
care facilities at Job Corps Centers; with the Women’s Bureau to tap its child care expertise; and 
with SBA to encourage apprenticeship program graduates to become independent providers/micro- 
entrepreneurs. ETA, through its interagency leadership in School-to- Work and Welfare-to- Work 
programs, will continue to provide opportunities for child care experience and training. DOL also 
will coordinate with state education and health and human service agencies in states that have 
adopted child care apprenticeship programs. 


The Office of Apprenticeship Training, Employment and Labor Services (OATELS) will secure 
external child care experts as contractors to verify and validate the extent of positive outcomes of 
the FY 1999 Child Care demonstration project grantees (11) in establishing and implementing 
statewide apprenticeship systems built upon successful registered apprenticeship programs and best 
practice models. The experts will develop an assessment tool that will offer the grantees 
prescriptive guidelines to facilitate and ensure successful outcomes. Periodic on site reviews will be 
conducted during F Ys 2000 and 2001, respectively, to document successful outcomes, evaluate the 
level of progress, and identify the need for prescriptive technical assistance and guidance which will 
be provided on an as needed basis. The awardees are the District of Columbia, Colorado, Indiana, 
Iowa, Kansas, Nevada, New Hampshire, New York, Vermont and Wisconsin. Findings will be 
utilized for continuous improvements in the next two rounds of awards. 


OUTCOME GOAL 3.4: Reduce Exploitation of Child Labor and Address Core 
International Labor Standards Issues 


Performance Goals: 


3.4A Reduce exploitative child labor by promoting international efforts and targeting 
focused initiatives in selected countries to include these objectives: 


- 100 countries will ratify International Labor Organization (ILO) Convention 182 
on Worst Forms of Child Labor. 


— 80 countries will establish National Action Plans. 
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- $00,000 children in developing countries will be targeted for prevention and or 
removal from exploitative work. 


- 250,000 children in developing countries will be prevented and/or removed 
from expliotative work. 


3.4B Advance workers’ protections and workplace safety in nations of the developing 
world to include these objectives: 


- 35 countries receive US financial support and commit to core labor standards. 


- Five initiatives to effect policy changes in other nations will yield judicial, legal, 
or significant policy decisions which improve core iabor standards. 


- 30 project countries commit, with USA/DOL assistance, to make substantive 
improvements in social safety programs that protect workers and develop labor 
markets. 


Strategies to Achieve Goals: 


Given the reality of the global economy, the Secretary wants to assure that the benefits commonly 
attributed to a global economy, such as job growth and new export markets, are widely distributed. 
Paramount to such distribution is a global economy where the dignity of work is recognized, the 
rights of workers protected, and child labor is not exploited. ILAB is the primary agency whose 
programs support the Secretary's priority, International Labor Standards. (3.4A) 


Through the International Program on the Elimination of Child Labor, DOL will provide financial 
and technical support for innovative projects, within a clearly defined time frame (e.g. 5 to 10 
years); will collect statistics and monitor child labor trends; will respond to requests from interested 
countries; and will advocate and enhance the worldwide movement against abusive child labor. 
Activities will seek to reinforce the ILO’s campaign to prioritize action against the worst forms of 
child exploitation. Such work may involve targeting specific industries and geographic areas. 
(3.4A) 


DOL will continue to conduct research and publish reports dealing with child labor exploitation and 
strategies to reduce its incidence around the world. DOL will work to improve the present 
methodologies and statistical capacity to measure outcomes. (3.4A) 


DOL, through ILAB, will lead the U.S. government delegation at activities of the ILO, as well as 
other organizations such as the Organization for Economic Cooperation and Development, to 
pursue policies to foster international respect for core labor standards and support the Department’s 
strategic interest in labor issues. (3.4 A&B) 
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DOL will support increased supervision and implementation of core labor standards by the 
International Labor Organization. ILAB will support implementation by the ILO of a convention on 
the Worst Forms of Child Labor and declaration and follow up mechanism to enhance ILO’s ability 
to encourage member states to implement the core labor standards which are inherent in ILO 
membership. (3.4A) 


By working collaboratively with Ministries of Labor from Central America, Panama, the Dominican 
Republic and Belize, ILAB will provide technical assistance to ensure that they have the cepacity to 
implement their labor laws and implement core labor standards to support the Hemispheric 
economic integration process. (3.4 A&B) 


ILAB will promote adoption of a framework that promotes core labor standards by countries of the 
Western hemisphere through effective follow-up to the Conference of Inter-American Ministers of 
Labor sponsored by the Organization of American States; in the ILO American Region Meeting of 
Minsters of Labor; and in activities of the Human Resource Development Group of the Asia-Pacific 
Economic Cooperation Forum. (3.4B) 


DOL will imp’ ement the North American Agreement on Labor Cooperation (NAALC), the labor 
supplement agreement to NAFTA, to improve working conditions and standards in the U.S., 
Canada, and Mex'co. Activities will focus on promoting compliance and enforcement of labor laws 
and fostering cooperation on other relevant labor issues. (3.4B) 


DOL will continue oversight of labor law enforcement to ensure promotion of high labor standards 
in North America through ILAB’s review of submissions filed under the NAALC and the conduct 
of trinational cooperative activities. (3.4B) 


ILAB will focus NAALC cooperative activities, work plan, and other programs for direct benefit to 
individual workers (e.g. training, education assistance). (3.4B) 


Cross-Cutting Coordination 


In developing policies and programs, ILAB seeks the views and perspectives of business, labor, 
academic experts, and non-governmental organizations. Because of the importance of labor-related 
issues On many international and bilateral agendas, the need for cooperation and collaboration with 
other federal agencies is crucial. [LAB thus works closely with the Department of State, as well as 
U.S. AID, the U.S. Trade Representative, and at times with the Departments of Commerce, 
Treasury, and Education to encourage countries to improve the implementation of core labor 
standards. ILAB also participates in numerous interagency committees and groups, including the 
National Security Council and the National Economic Council. 


On child labor, ILAB works closely with the ILO’s International Program for the Elimination of 
Child Labor to develop regional, country, and sector-specific projects to reduce the incidence of 
child labor and develop educational opportunities for children. In the development of certain 
projects, ILAB works with U.S. and foreign industry representatives and non-governmental 
organizations to ensure programs are effective and credible. 
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ILAB develops its labor technical assistance in close cooperation with USAID, the World Bank, and 
Ministries of Labor in foreign countries. To successfully implement these programs, [LAB must 
draw on the technical expertise of other DOL agencies such as OSHA, MSHA, ETA, ESA, BLS, 
PWBA, and VETS. 
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Key External Factors That May Affect Performance 


Some of the trends likely to change the complexion of the U.S. economy, workplace and workforce 
in the 21st century were discussed at length in the introduction to this document. Consideration of 
those trends informs and focuses the Department’s strategic and contingency planning. Factors that 
may have an impact on the Department’s ability to achieve its goals for American workers and their 
families fall into several categories, each of which is discussed below. (Note: this strategic plan is 
based on economic conditions assumed in the President’s FY 2001 Budget) 


The Changing Economy 


A downturn in the economy may decrease jobs or wages needed to move people off welfare, to 
assist adults, including unemployed veterans, or to help youth obtain their first job. 


A tight labor market with low unemployment will continue to experience significant worker 
dislocations. Labor market conditions can impact wage replacement targets since jobs will be 
relatively easy to obtain, but attaining jobs with good wages may be more difficult, especially where 
individuals experience significant skills gaps or where there is an inability to meet skills shortages. 
In order to address this situation, the Department will use its authority to conduct dislocated worker 
demonstration projects designed to address skills gaps and shortages in industries such as health 
care and information technology, to support the formation of regional partnerships, to address such 
shortages, and to better shape program policy. 


The evolution and volatility of financial markets as well as the financial well-being of segments of 
the economy and individual employers have a significant effect upon goal attainment. For example, 
an employer’s decision to establish an employee benefit plan or the ability to fully fund a pension 
plan may be affected by the financial health of the employer. Further, the evolution of financial 
markets, particularly the introduction of new investment options and practices such as derivatives, 
challenges the Department in protecting the security of pension assets. The manufacturing sector 
(and unionized jobs in all sectors) have typically had higher rates of pension and health coverage. 
As employment shifts from the manufacturing to the service sectors and from union to nonunion 
jobs, it will be a challenge to expand pension and health benefits. 


The ever-changing work environment could potentially create problems. For example, hazardous 
workplace conditions which have been eliminated could reoccur or take on a different form. Lack 
of awareness of environments which cause accidents could result from expanding markets and the 
hiring of a less experienced workforce. Less experienced workers tend to have more accidents. 


The changing nature of work and workplace demographics also requires DOL Agencies to 
continually assess the workplace and orient Departmental programs toward new workplace 
conditions. For example, it has been well documented that America is moving from a 
manufacturing-based to a more service-based economy. Service sector work and some automated 
processes (¢.g., automated check-out counters) have resulted in new body stressors and injuries, 
such as "ergonomically" induced carpal tunnel wrist injuries. OSHA's rules in the past have not 
traditionally addressed these segments of the economy, and employers in the service arena are not 
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accustomed to being regulated. Adding to this scenario are an increased number of non-English 
speakers, workers who are starting work at a younger age or continuing to work at an older age, and 
the increasing number of temporary workers. For these workplace changes, OSHA is planning new 
and innovative approaches to ensure worker safety, such as funding training grants targeted to entry- 
level, contingent, and non-English speaking workers. 


The Transportation Equity Act of the 21st Century will pump more than $200 billion over the next 
six years into an already booming economy. Massive investments in highway, bridge, and mass 
transit construction, and possible related spin-off commercial and housing development will 
increase demand for production of sand and gravel, stone, and other construction-related minerals. 
Ramifications are an increase in mining and construction jobs, particularly in highway construction. 
Mitigating strategies include participation with transportation partners in a “Stay Alert” campaign to 
stress safety for highway workers, special emphasis inspections of highway construction projects, 
and increased compliance assistance, education and training. 


Changes in Legislation and Regulations 


Following a bipartisan coopeiative effort with Congress, we have reformed and streamlined our 
nation’s job-training system through the passage of the Workforce Investment Act. Through this 
legislation, the workforce development system will be able to provide more effective and efficient 
services to adults, dislocated workers and youth. The Act also establishes the one-stop delivery 
system as the access point for employment-related and training services. 


With the passage of the Workforce Investment Act, DOL has revised its performance goals and has 
negotiated levels of performance with its partners. Also, new customer choice mechanisms and the 
consumer report system, critical to making good choices, are being introduced. As with any reform 
effort, implementation of the WIA requires that some time be devoted to the establishment of new 
service arrangements. While implementation issues may arise in the short-term, in the long run, 
these new tools should allow us to better assess the performance of our programs. 


The evolution of the health care services industry and the concomitant federal and state legal and 
regulatory framework presents an ongoing challenge to goal attainment. Further, the growth in the 
number and types of employee benefit plan arrangements particularly in the health care industry 
challenges our efforts. 


New legislation, such as OSHA reform, could provide a new policy framework and change existing 
statutory provisions. Also, as previously discussed, new laws like the transportation bill can have 
significant impact on the construction industry and production of construction-related minerals. 
Both areas have historically higher injury and illness rates. 


Congressional riders prohibiting the issuance of rules and Congressional restrictions on issuing 
regulations or overturning regulations could potentially affect the Department’s implementation of 
any of the laws/regulations it administers. 
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Partnerships 


Cooperation with private sector interest groups and other agencies at the federal, state and local 
level in establishing linkages and complementary services is essential in many program areas. 


Several examples follow: 


1) Participation in the School-to- Work system is voluntary on the part of states and localities. 
While the Departments of Labor and Education provide financial incentives and technical 
assistance, efforts to better inform the states of the overall costs and benefits of participation are 
needed so the states may make more informed decisions on whether to participate. 


2) State and local capacity to improve public transportation from inner cities to suburbs could slow 
the success of many job training programs. Transportation legislation contains a provision for $150 
million per year for Welfare-to- Work program alternatives to aid this popuiaiion in the ability to 
reach jobs. 


3) Without Federal legislation, plans to expand equity and access, and to improve recession 
readiness would be delayed unless state legislatures make changes to UI laws. The UI system is 
attempting to mitigate this possibility by developing and improving self-regulating systems to 
ensure that claimants receive prompt and high quality service and access to benefits regardless of 
changes in economic conditions. 


These systems include: a contingency funding mechanism to ensure that States promptly 
receive additional administrative resources for increased workloads resulting from economic 
downturns; forward funding of State benefit trust funds (solvency) to ensure that employer 
taxes do not rise appreciably during recessions when cost pressures are high; improving the 
permanent extended benefits (EB) program by requiring States to trigger on at a lower 
unemployment rate to obviate the need for special extended-benefit programs; maintenance 
of adequate Federal trust funds to cover the Federal share of EB costs; improvements in 
automation and communications (e.g., phone claims) to enable State systems to respond 
quickly and seamlessly to increased claims loads. 


Proposed changes to the EB triggers respond to weaknesses in the current program which 
became apparent during the 1990-1991 recession. When only ten states triggered on EB, 
the Congress enacted five versions of an emergency program. The proposed legislation will 
provide for more sensitive triggers which will make it easier to trigger on and thereby 
prepares the program for the next economic downturn. 


4) Expedited injury claims processing and the accommodation of an injured federal employee’s 
return to duty are dependent upon active cooperation of the employing agency. 


5) Use of the VETS employment service by employers is voluntary and employers’ hesitancy to 
employ homeless veterans and other veterans with significant barriers to employment would 
negatively impact program success. VETS’ funded staff will work closely with employers to ensure 
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that formerly homeless veterans continue to receive support services that will enable them to stay in 
productive employment. 


6) The implementation of core international labor standards and the reduction of international child 
labor depends on the actions of other countries. DOL is in a position to raise issues in international 
fora and make relevant international leaders knowledgeable about these issues, but DOL has limited 
ability to compel agreement with the U.S. position on such issues. 


7) Obtaining cooperation from employers is paramount to goal attainment for all DOL programs -- 
in job training and placement and in providing safe and healthy workplaces. DOL encourages 
federal contractors to voluntarily develop and promote “best practices” for affirmative action and 
nondiscrimination programs and to demonstrate with practical, real-world examples how 
compliance benefits a company. In addition, DOL makes a particular effort during its education and 
outreach efforts to assist employers/companies in complying with DOL’s program or regulatory 
requirements using these real world examples. 


Since so much of DOL’s progress is predicated on the cooperation of other federal agencies, state 
and local governments, employers, and other countries, the Department has made forging strong 
partnerships with these entities a hallmark of its 5-year strategy. 


Data 


Strategic planning is dependent on accurate information about measures, outputs, and outcomes to 
monitor progress and to decide on future direction for all DOL programs. International, Federal, 
state and local level information collection restrictions will make it difficult to measure program 
effectiveness in a timely manner. Also, the long-standing difficulty of tracking persons in homeless 
programs or thereafter could affect the ability to accurately measure the success of such programs. 


The Bureau of Labor Statistics will be implementing the North American Industry Classification 
System (NAICS) for reporting injury, illness and fatality data in CY 2003. As a result, industry 
injury and illness data for CY 2003 will not always be comparable to CY 2002 and earlier data. 
OSHA will not be able to report on the progress of its current industry goals after CY 2002 data 
becomes available. 


A rapidly changing economy also means more data demands from decision-makers. 
Weaknesses of external entities that provide financial management services to DOL (e.g. 
compliance issues in external financial systems of other federal agencies and in the private sector) 


may create problems within the Department. 


New government-wide legislation, regulations and accounting standards under consideration may 
delay achievement of the Department’s current financial management goals. 
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SECTION 4: RELATIONSHIP BETWEEN GOALS IN 
THE ANNUAL PERFORMANCE PLAN AND 
THE STRATEGIC PLAN 


The Department’s Strategic Plan includes outcome goals which encompass all major program 
components and are linked to the overarching goals and priorities established by the Secretary. The 
Department’s Annual Performance Plan includes key performance goals and measures (intermediate 
outcomes) from each major program component. These goals and measures will reflect the 
individual agency’s contribution toward achieving the Secretary’s goals. Each Annual Performance 
Plan will accompany and be linked to each year’s budget submission and will be tracked at the 
Departmental level to monitor progress toward achievement of goals and ultimately, results. 


To provide the detail linking specific program activities and initiatives to the strategic goals listed in 
this Strategic Plan, the Annual Performance Plan, with the performance measures/indicators, will 
reflect the broad outcomes of our programs while setting objective and measurable targets that 
stretch us each year as we reach for our strategic goals. 


Thus, appropriate indicators and numeric targets will indicate progress toward our strategic goals. 
Individual DOL agencies and programs will develop their own performance goals, linked to the 
Department’s Annual Performance Plan and Strategic Plan. These performance goals may change 
over time. For example, if a goal is met and sustained, we may shift our measures to address 
emerging challenges. And, we may realize that there are better measures of performance than we 
first select. 


Annual performance indicators and goals will account for the span of time between intervention and 
results. By the nature of our programs, many outcomes occur beyond the year of our effort. For 
example, grant programs and many regulations reach into the future. Our measures will balance a 
near term and long term view, while reflecting to the greatest extent possible resources expended. 


DOL does not work alone. Performance goals will be developed with an appreciation for our 
partners. Our partnerships with other federal agencies, states and localities, businesses, community- 
based organizations and public interest groups are the essence of many programs. Our performance 
goals in such programs will be developed within this context. 


In short, annual performance inditators and goals will reflect a high-level, cross-cutting view of the 
Department. In some cases, measures are not yet developed to reflect the desired outcomes. In 
these cases, intermediate outcome measures supporting the goal will be included as interim 
measures. Further development of performance indicators supporting each of the strategic goals 
will yield clearly stated, high-level goals with target performance levels and specific measures that 
will identify the relative balance among our programs. Section 7, Data Capacity, describes our 
approach to collecting data needed to measure our performance against our strategic goals. 
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SECTION 5: CONSULTATION WITH STAKEHOLDERS 


The Department’s work affects a wide range and number of stakeholders, because the mission is 
broad and diverse and affects the lives of so many working Americans. The major stakeholders 
include working men and women and those employee organizations that support the workplace and 
workforce activities that benefit this population, employers and employer groups, other Federal and 
State agencies, various Advisory Committees, professional organizations, public interest groups, 
and the Congress. 


Because the Administration has given labor issues a significant role in numerous international 
organizations and has placed labor-related issues on many international and bilateral agendas, the 
need for cooperation and collaboration with international trade unions, businesses, governments, 
and other Federal agencies continues to increase. 


With the passage of the Workforce Investment Act of 1998, the first major reform of the Nation’s 
job training system in over 15 years, there has been a strong emphasis on consulting with our 
Federal, State and local partners as well as key stakeholder groups of the workforce development 
system, including the employer community and organized labor, to design and implement a 
customer-focused, comprehensive system to deliver services to jobseekers, workers, and employers. 
As a first step, the Department published and widely circulated a “plain English” summary of the 
Act, followed by a solicitation of public comments on all aspects of implementation. Over the past 
year, numerous consultations were held with State and local practitioners on regulations and 
implementation issues. Town hall meetings across the country were attended by more than 1200 
individuals, and regular briefings have been held for staff of various intergovernmental 
organizations and Federal agencies. The consultative process has been an effective way of both 
receiving input from, 2n¢ providing information to, our partners throughout the system. 


The Department, through its various agencies, actively solicited the views of major stakeholders 
during the early stages of revising agencies’ strategic plans. Consultations with stakeholders have 
been and continue to be held primarily at the individual program agency level to develop and build 
on established dialogues. Specific lists of stakeholders, which vary based on the goals and missions 
of each program agency, and the detail of their involvement in the strategic planning process, is 
discussed in each of the individual program agencies’ strategic plans. 


The consultation process with other Federal agencies is ongoing. There has been some consultation 
with agencies on cross-cutting issues, particularly between the Employment and Training 
Administration and the Department of Education; between the Occupational Safety and Health 
Administration and the National Institute for Occupational Safety and Health; and between PWBA 
and the Advisory Council on Employee Welfare and Pension Benefit Plans and other Federal 
agencies which share ERISA responsibilities. 


In addition, the Department recognizes the important roles of other organizations, such as State and 
local governments, and continues to establish partnerships in carrying out critical functions such as 
establishing safe and healthful workplaces. Through joint efforts with our partners, program 
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agencies such as ETA, OSHA, MSHA, BLS, and ESA are able to enhance program functions, 
activities, and goal achievement. The detail of those efforts is included in each of the program 
agencies’ plans. Some examples of stakeholder involvement in the strategic planning process: the 
development and coordination of OSHA’s Strategic Plan between Federal OSHA and its State Plan 
and State Consultation project partners and ETA’s work with its National Workforce Development 
Stakeholder’s Forum and its cross-agency initiatives. 


In July, copies of the DOL Strategic Plan were delivered to the Chairs and Ranking Members of the 
Senate Veterans’ Affairs Committee, Senate Committee on Health, Education, Labor and Pensions, 
the Senate Committee on Governmental Affairs, and the House Committee on Veterans’ Affairs. In 
addition, copies of the plan were provided to the House Committee on Education and the 
Workforce, the House Committee on Government Reform, and the House and Senate 
Aappropriations committees. In our letter conveying the DOL Strategic Plan, the Department 
offered to consult with members or staff. As of the publication date of this plan, no requests for 
consultation have been received. 
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SECTION 6: PROGRAM EVALUATION 


The Government Performance and Results Act (GPRA) requires federal agencies to evaluate 
performance in terms of program results rather than dollars spent. This statutory mandate has led to 
renewed interest within the Department on how well agencies measure the impact and effectiveness 
of their programs, and how they use this information to improve program performance. In fact, 
DOL has implemented a semi-annual Program Review whereby Assistant Secretaries report to the 
Deputy Secretary on progress toward annual goals. Each agency within the Department has moved 
to strengthen its current evaluation efforts while making longer range plans to enhance evaluations 
of program activities. 


The Department relies on a broad range of studies, reports and other means of evaluation to set 
goals and assess performance. Much of this information comes from long-standing programs of 
evaluation or external oversight and feedback, such as OIG and GAO audits. Other analyses began 
with nascent reinvention and process re-engineering initiatives. The former are highly formalized 
traditional evaluations, while the latter reflect efforts to broaden evaluations so they can be used for 
Departmental program planning and resource allocation. 


Formal regularly scheduled evaluations have been the exception, given the absence of dedicated 
funding in many areas for large-scale external studies. Informal, internal analyses, often under the 
rubric of reengineering, have been the more common approach to this integral part of the strategic 
planning process. Because such efforts have tended to be ad hoc and episodic, there is a need to 
more thoroughly institutionalize the evaluation process. The MRC will address this concern and 
will ensure that a regular evaluative process is implemented such that all DOL goals and key agency 
level strategies are continually assessed. 


For purposes of discussion, evaluation processes or sources are divided into three categories: 
internally-initiated evaluations; externally-initiated reports and studies; and, special reviews or 
advisory councils. These groupings are not mutually exclusive. For instance, advisory councils 
represent joint efforts by internal program management to enlist the advice of outside experts and 
stakeholders. It should also be noted that where DOL agencies and other federal agencies have 
common objectives, they have engaged in joint studies. All three types of studies have been used in 
the development of this strategic plan. 


Internal Evaluations 


WIA became fully effective July 1, 2000. ETA has commissioned an evaluation of its 
implementation which will track implementation progress during PY 1999 and examine the 
experiences of early implementing states. The evaluation will provide guidance to the workforce 
development system on successful WIA strategies and will inform Congress and others when WIA 
is due for re-authorization in 2003. 


ETA has long searched for the best ways to serve at-risk youth and believes that helping the 
Nation’s most at-risk youth population get high school diplomas, acquire basic and job-specific 
skills, and find good-paying jobs with futures will continue to be a significant and challenging goal. 
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In furtherance of this goal, ETA is conducting a national evaluation of the Job Corps to assess its 
impact on the employment-related outcomes of students. A report on short-term impact at 30 
months was released in February of 2000 with positive findings on increased educational 
attainment, positive employment and earnings impacts, and reductions in youths’ involvement in 
the criminal justice system. Longer-term follow-up, scheduled for 48 months after eligibility 
determination, will be critical for drawing conclusions about impacts and cost-effectiveness of the 
Job Corps. Other on-going evaluations are testing new models for serving disadvantaged youth. 
Specifically, ETA is evaluating the impact of Quantum Opportunity Program -- an intensive four- 
year program for high school students -- and replication of the successful model developed by the 
Center for Employment Training 


The primary future evaluation of youth programs is the evaluation of the Youth Opportunity Areas 
initiative. The community-wide goals of this initiative cannot be evaluated with the rigorous 
random assignment methods which ETA has employed in past program evaluations. Therefore, 
ETA has devised, and is pilot testing, an evaluation strategy which combines community surveys 
with ethnographic and process studies. 


ETA will also continue to conduct the evaluation of Labor Exchange Services in a One-Stop 
environment. 


Another approach is that taken by MSHA. MSHA performs internal data trend analyses of injury 
and illness data which serve, in part, as an evaluation of program needs and planning. For example, 
evaluation of fatality trends has shown that powered haulage, roof falls, and machinery accidents 
account for approximately 66% of all fatalities. This evaluation has led the agency to focus on these 
types of fatalities in setting its strategic goal. Also, the upward trend of accidents and fatalities in 
sand, gravel, and stone operations has led MSHA to redirect its enforcement and compliance 
assistance efforts in this sector. ESA Wage and Hour Division uses its annual program performance 
diagnosis for similar purposes. 


Results from pilot projects can also help in strategic planning. VETS’ 1996 study report of their 
case management pilot showed that this approach was effective in helping veterans overcome 
barriers to employment. VETS now offers case management courses to veterans service providers at 
its National Veterans Training Institute. 


Yet another type of evaluation is process re-engineering as part of the reinventing government 
initiative. For example, ESA’s Office of Workers’ Compensation Programs launched a series of 
pilot projects in the early 1990's to test various techniques of early intervention in workplace injury 
case management. This work served as the basis for development of performance goals and 
strategies concerning the early return to work of injured federal employees and disability cost 
reductions by reducing lost workdays. 


DOL agencies also perform quality reviews as part of performance assessment and strategic 
planning. The ESA Wage and Hour Division, for example, uses nationwide Quality Self- 
Assessments for its annual and long-range planning program. Similarly, PWBA does case reviews 
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with the Solicitor of Labor and the Department of Justice as part of their program planning, which 
may result in adjustments to enforcement acti vities. 


More traditional forms of program review and planning have long existed in the Department. 

Quarterly review and analysis processes as well as annual performance reviews have served as 
inputs to the strategic and performance plans under GPRA. Some examples of these activities 
include ESA’s Wage and Hour Division’s quarterly report cards and ESA’s OWCP’s quarterly 


program performance reviews. 


While of more recent origin, customer surveys have been used by BLS, PWBA, PBGC, VETS, 
ESA, OSHA and others to survey their customers’ expectations and experiences, as well as analyze 
the effectiveness of their programs from the standpoint of the customers. The Women’s Bureau 
has both a Conference Evaluation form and a Customer Comment Card which are being used for 
planning purposes. Surveys and meetings complement focus groups conducted by agencies such as 
PBGC and VETS. VETS has used the results of its focus groups to offer better services to minority 
and women veterans by providing cultural and gender sensitivity training for veterans service 
providers. 


External Evaluations 


Independent third party organizations hove provided evaluations to the Department and its programs 
for many years. Program and management analysis is provided by the GAO which, for example, 
has conducted a number of audits of ETA and ESA programs. More recently, GAO studied OSHA- 
related worker involvement in safety and health programs in American industries. Virtually all 
DOL programs have used GAO reports in formulating their strategic plans, as has the Department in 
its implementation plans. For example, OSHA addressed a GAO report regarding the whistle 
blower program in OSHA’s strategic plan by initiating a review of the program and developing an 
action plan for program improvement. 


The Department of Labor OIG has conducted financial and program audits and reviews of nearly 
every activity within DOL. The findings contained in these reports were major considerations in the 
formulation of the Department’s strategic plan, as they were in the agency plans for OSHA, ESA 
and the Chief Financial Officer. 


The Balanced Budget Act of 1997 instructed the U.S. Department of Health and Human Services 
(DHHS) to evaluate DOL’s WtW program. The evaluation is being conducted by Mathematica 
Policy Research, Inc., The Urban Institute, and Support Services International, Inc. The core 
components of the evaluation focus on grantees funded by formula allocations through states to 
local Private Industry Councils, and on local community organizations that received competitively 
awarded grants from DOL. The evaluation includes three core components: a descriptive 
assessment of all WtW grantees, an in-depth process and implementation study, and an impact and 
cost-effectiveness study. The first findings from the evaluation were reported in early 1999; the last 
findings from the evaluation will be reported in mid-2003. 
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Special Reviews and Advisory Groups 


In addition to internal evaluation and review activities and the external oversight organization’s 
reports, the Department enjoys special working relationships with a number of advisory groups and 
non-governmental organizations. Whether through formal reports or on-going contacts, the 
Department has used the experience and feedback from such relationships to provide insight and 
instruction to its staff, often including gauging program results. Significant examples of such on- 
going relationships are ETA’s joint funding with national foundations and corporations for school- 
based learning in the School-to- Work initiative; the BLS Business and Labor Research Advisory 
Councils; PWBA’s Advisory Council on Employee Welfare and Pension Benefit Plans; MSHA’s 
Advisory Committee on the Elimination of Pneumoconiosis Among Coal Mine Workers; and 
OSHA’s National Advisory Committee on Occupational Safety and Health, Advisory Committee on 
Construction Safety and Health, Maritime Advisory Committee on Safety and Health, and Federal 
Advisory Committee on Occupational Safety and Health. MSHA’s advisory committee made more 
than 100 recommendations based on its 6-month review of technical material, presentations by 
scientific experts, and members of the public and mining community, as well as visits to mines. 

One recommendation, that MSHA take full responsibility for all coal mine dust sampling to 
determine compliance with exposure standards, has been incorporated into MSHA’s performance 
goal strategies. 


Plans for Future Evaluations 


The Department of Labor plans to use the various types of program evaluations as a means for 
ensuring the validity and reasonableness of goals and strategies and to identify factors likely to 
affect performance. To assist this process, the Secretary has established the DOL Management 
Council (MRC), chaired by the Deputy Secretary with the assistant secretaries and agency heads as 
members. Part of the mandate of the MRC is to ensure that strategic and performance goals are 
being accomplished according to plan. 


DOL agencies, such as BLS, OSHA, VETS and ETA, have already established program evaluation 
instruments and schedules. In other areas, DOL is looking at how to evaluate programs in the 
context of their newly-formulated program goals. As programs establish baselines for their 
performance goals, more rigorous program evaluations will be designed. At present, many program 
evaluations, such as OIG reviews and GAO audits, are unscheduled and can not be projected. 


In the following Tables, the first two programs are customer survey and advisory group evaluations 
which are common undertakings to a broad spectrum of DOL programs and cut across all strategic 
goals. The remaining tables are primary program evalue‘ions currently in existence which list the 
corresponding goals. 
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PROGRAM EVALUATION AND METHODOLOGY 


United States Department of Labor 


Program Strategic Methodology Key Issues Estimated 
Evaluations Goals Completion 
1 2 3 
Customer Surveys X |X |X | Surveys, focus groups Service delivery; Ongoing 
product effectiveness; 
customer requirements 
Advisory Groups X |X |X | Presentation of Advice on technical Ongoing 
information and receipt | issues; stakeholder 
of feedback needs; assessment 
of program 
effectiveness 
Performance xX Described in OMB Data accuracy and Rotating 3 
Evaluation for Statistical Policy reliability; year schedule. 
Eight Economic Directive #3 documentation; Evaluations of 
Indicators performance; and the various 
pre-release indicators 
confidentiality were 
completed in 
1997, 1998, 
1999. The 
next 
evaluations 
will occur in 
2000, 2001, 
and 2002. 
Unemployment x Conducted through BLS__| Determine employment Bi-annually, 
Study of Special as special supplement to | situation of studied ongoing 
Disabled Vietnam Current Population populations 
Theater of Survey 
Operations & 
Vietnam-era 
Veterans 
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Methodology Key Issues Estimated 
Completion 
Survey research, Effectiveness and Completion 
historical review and efficiency of services; targeted for 
One-Stop analysis, process Understanding of how CY 2001 
Environment analysis, impact and Americans search/find 
cost-benefit analysis jobs; incremental effects 
of One-Stop system; 
effectiveness of electronic 
labor exchange products 
Job Corps Evaluation | X Random assignment Will measure the net Short-term net 
impact of participation in impacts at 30- 
Job Corps on post- months after 
program earnings and application 
other employment-related | released in 
outcomes February 
2000. Net 
impacts for 48 
months of 
follow-up will 
be available in 
2001. 
Evaluation of Youth | X Surveys and Process This study will use surveys | Results for the 
Opportunity Sites evaluation as well as process and initial three 
ethnographic studies to pilot sites will 
attempt to determine if the | be available in 
Youth Opportunity area 2000. 
initiative has a measurable | Evaluation of 
impact on the communities | additional five 
sites began in 
July 1999; the 
sixth site 
evaluation will 
begin in 2000. 
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Evaluations Goals Completion 
1 2 3 
Study of Employers’ | X A contractor will visit The study’s findings will Fall 2000 
Use and Assessment and interview 16 be used to improve 
of The Work employers in five States | program operations and 
Opportunity Tax regarding their use and _| increase employer use of 
Credit and Welfare- assessment of the tax the tax credits. 
to- Work Tax Credit credits and program 
operations, and prepare 
a summary report and 
individual case studies 
for each. 
Value-added analysis | X Econometric analysis. Will report on reductions Completed 
of the public labor in unemployment August 2000 
exchange function insurance (UI) claims and 
increases in claimant 
earnings using data from 
two States. 
CET Replication x Random Assignment CET provides a Initial net 
Study combination of basic skills | impact report 
and vocational skills should be 
training, closely tied to available in 
private sector jobs. The FY 2000 
study will measure the 
effectiveness of sites 
replicating the CET model 
in serving disadvantaged 
youth ages 16 to 21 
Quantum x Random Assignment QOP provides intensive Short term 
Opportunity Program services to predominantly | impact-spring 
(QOP) minority youth in inner- FY 2000; 
city schools with high long term 
dropout rates. The impact-spring 
evaluation will measure of FY 2002 & 
the success of QOP in FY 2004 
increasing high school 
graduation and post- 
secondary school 
attendance rates and other 
outcomes 
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Methodology Key Issues 


WIA Implementation Process Evaluation Will gauge implementation 
Evaluation progress and success of 


WIA for program years 
1999-2001 


Assessment of Too! Surveys, Focus Groups | Reliability and validity of 
to Measure Quality tool 
of Employer Safety 


Surveys, Data Analysis | Impact of OSHA’s 
Consultation Program on 
occupational injuries and 
illnesses 


All of the above evaluations can be conducted using existing resources. DOL agencies will 
investigate the possibility of conducting joint evaluation strategies. 


Many of the strategies within each of the three strategic goals involve the direct delivery of 
services to America’s workers, retirees, and employers. Thus, the quality of DOL employees’ 
interaction with their customers is an important element in measuring program success. As a 
result, the evaluation of DOL programs will focus not only on performance results data, but will 
also address how well customers’ needs are being met. The reliability, responsiveness, and the 
soundness of technical assistance provided will be measured, for example, as DOL employees 
process and pay claims for workers’ compensation benefits, respond to worker complaints, assist 
employers in meeting workplace standards, issue “plain language” regulations, or provide technical 
assistance to service deliverers in job training programs. 
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SECTION 7: DATA CAPACITY 


The Department of Labor recognizes the need for an information technology infrastructure that 
meets its daily operational requirements and satisfies the data collection, validation, monitoring, 
analysis, and information dissemination that is central to GPRA. The Department relies on two 
types of information systems -- the performance measurement systems that provide the foundation 
for reporting program results, and the financial and cost accounting systems used to monitor the 
cost of performance. 


We have made progress in improving our capacity to measure program performance but we are 
not yet consistent across all program areas. At the program level, our continuing challenge focuses 
on three areas: lack of data, insufficient validation of data, and timing differences between when 
data are available and when DOL must submit reports under GPRA. 


1) Lack of data is a challenge in those program areas where we have not traditionally collected 
data or where new goals and performance measures require that we establish new or revised 
collection systems -- for example, the passage of WIA requires the establishment of baselines and 
the collection of data which is currently unavailable or incomplete. 


2) Validation of data is an issue in new program areas or for goals for which we must establish 
reliable and verifiable collection systems. 


3) Timing differences occur for several reasons: 


- Most employment and training programs are forward funded and operate on a fiscal 
year that begins and ends nine months after the Federal fiscal year. As of March 31 
following completion of the Federal fiscal year, employment and training programs 
have four months of operations remaining. For example, programs financed by FY 
1999 appropriations will run through June 2000, three months after the Annual 
Performance Report for FY 1999 is due to Congress. 


- Delays also result because most of these programs are administered by non-Federal 
entities, such as the states, who in turn contract with other entities for the delivery of 
services. The result is a domino effect of built in delays as each level of the system 
compiles reports received from those with which they contract. 


- Lastly, by law a number of key reporting elements rely on data sources that are not 
available until considerably after the end uf the program year. Although the 
Department will continue to use technology to expedite the preparation and receipt 
of reports, timing differences must continue to be expected. 
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Current Program Information Systems 


DOL has many performance measurement systems in place that provide reliable data that are used 
to: 1) establish baseline performance, 2) evaluate current performance, and 3) set goals for future 


performance. These include the following: 


1) The Standardized Program Information Report (SPIR) has been used by the JTPA program 
to both evaluate program performance and to set future performance goals. DOL had over 
five years of SPIR data and has used this performance data system to establish baselines for 
several of our current performance goals. The 1998 enactment of WIA has required DOL 
to make significant changes to the SPIR data systems to reflect the new WIA core 
indicators of performance--especially reflecting the statutorily required use of 
Unemployment Insurance wage records. ETA has the new WIA Standardized Record Data 
(WIASRD) which replaces the SPIR. The main source of data for performance will be 
wage records rather than administrative records and survey data. Reporting frequency for 
this system will be quarterly rather than on an annual basis. Data is cumulative so the data 
set resembles that of a transactional database rather than an outcome database system. This 
new system will require some developmental work in its deployment and refinement among 
the states as well as the development of new baselines for performance measures beginning 
with full implementation of the WIA program in Program Year 2000. 


2) The Job Corps Outcome Measurement System (OMS) is the accountability tool used to 
measure the performance of Job Corps contractors nationwide, and is a key component in 
awarding contracts. The OMS measures the performance of 118 centers including 
outreach and admissions (OA), performance in the area of recruiting efforts, and placement 
by measuring the success of contractors responsible for assisting graduates in finding 
employment. Data is collected that evaluates each student’s progress towards the ultimate 
goal of finding a job that leads to long term self-sufficiency. The measures in PY 1999 
OMS, as mandated by the Workforce Investment Act (WIA), include keeping a newly 
recruited student in the program, helping students gain the necessary employment skills 
while enrolled, and placing program graduates in appropriate jobs that provide a base for 
their continued attachment to the labor market. Currently, Job Corps is conducting a 
comprehensive evaluation of OMS to ensure that the three systems promote the integration 
of OA, center, and placement goals, and encourages innovations and continuous 
improvement at the national and local levels. The results of this study will be used in 
shaping final policy that will include long term direction in assessing performance and for 
establishing reasonable goals. The recommendations are expected to complement the 
current OMS policy and take effect in PY 2000. 


3) The U.S. Employment Service Program Reporting System includes data from the ETA 
9002 quarterly report, by which State Employment Security Agencies report activities 
under the Wagner-Peyser Act that describes the outcomes of states’ public labor exchange 
programs. States submit quarterly reports to ETA covering activities provided by the state- 
administered public Employment Service programs. This system is being revised 
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beginning in FY 2000 for expected. deployment in PY 2000. Additional information to 
support the data is derived from Internet usage of America’s Job Banks. In addition, data 
on the WOTC/WtW program includes the number and characteristics of individuals 
certified, and the wage rates for jobs certified.. 


4) Because there is no unbiased database on labor standards violations or compliance, ESA's 
Wage and Hour faces a major challenge in determining industry-wide levels of compliance 
and measuring changes in that compliance. To meet this challenge, Wage and Hour's 
newly implemented Wage and Hour Investigative Support and Reporting Database 
(WHISARD) system records data about the results of investigations and provides 
information about levels of compliance. 


To determine the impact of its efforts, Wage and Hour has developed a statistically sound 
method for establishing baselines and measuring compliance that uses investigation-based 
compliance surveys of targeted industries and areas. WHISARD provides the capability to 
electronically (1) track these surveys or other strategic initiatives and (2) report their 
findings. Data on the outcomes of repeat investigations will also be used to evaluate the 
relative effectiveness, or return on investment, of the various types of interventions. 


The new WHISARD system provides many advantages when compared to the former 
Wage Hour Management Information System (WHMIS). For example, data is entered into 
the system directly at the source (by Wage and Hour investigators) rather than manually 
batched and mailed to a central source for data entry later. As a result, data is much more 
current, which facilitates tracking the progress of investigative activity. Information on a 
complainant's case is readily available which enhances customer service and satisfaction. 
All users of the WHISARD system have direct access which was not possible with WHMIS 
which enhances efficiency and enforcement effectiveness. In addition, WHISARD can 
produce data on a much broader range of activities such as local enforcement initiatives 
which was not possible with WHMIS and assists in the agency's strategic planning 
activities. 


5) The Labor Organization Reporting System documents report filing by labor organizations 
under the Labor-Management Reporting and Disclosure Act (LMRDA) and related laws. 
Data in the system is used in monitoring compliance with reporting requirements and 
administering public disclosure responsibilities. The ESA-OLMS Case Data System 
documents case status activity and results. Both systems are used for overall LMRDA 
program administration and enforcement. 


6) The Enforcement Management System (EMS) is the system used by PWBA to measure the 
results of investigative activity. EMS is linked with other PWBA systems, including the 
Casework Tracking System (CTS), which contains data on Form 5500 filings. These 
systems provide both performance measurement data and support for individual case 
tracking and ongoing enforcement efforts. 
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7) The Participant Records Information System Management (PRISM) is a server-based, 
integrated participant information system and database for the participants in pension plans 
trusteed by PBGC. PRISM is integrated with other PBGC databases to make customer 
benefit payments, to calculate case level benefits, and to provide customer service support 
and management information services. It supports headquarters and contractor field offices 
by means of local area and wide area networks. 


8) The Unemployment Insurance Service maintains several systems that produce reliable data 
that are used to set goals, evaluate results and improve performance, e.g., the Workload 
Validation System and the Benefit Accuracy Measurement System. In CY 2000, the 
Department will begin implementing the new Data Validation system which will validate 
most data used for both workload calculations and performance measurements. 


9) As it formulated new strategies for the FECA program, ESA’s OWCP has developed 
increasingly sophisticated databases detailing the case histories of injured federal workers. 
These systems allow tracking of the goal of reducing lost production days, but also permit 
precise evaluation of various program initiatives such as the impact of alternative return to 
work techniques on various groupings of employees or injury categories. The FEC ADP 
system is undergoing a complete redesign covering every major DFEC staff function. The 
redesign will replace a patchwork of loosely-linked programs, each with its own database 
and rules, and provide a single ADP system that will make data accessible to all users. This 
redesign will allow FEC claims staff to work more efficiently while providing improved 
customer service to injured workers, medical providers, and employing Federal agencies. 


10) OSHA uses its Data Initiative, the Integrated Management Information System (IMIS), the 
OSHA Performance Tracking and Measurement System (OPTMS), the BLS Census of 
Fatal Occupational Injuries, and the BLS Annual Survey of Occupational Injuries and 
Illnesses to produce baseline data and current data, set performance goals, and evaluate 
performance. OSHA also utilizes the BLS Annual Survey of Occupational Injuries and 
Illnesses to identify high-risk industrial classifications.. 


11) BLS established a Quarterly Review and Analysis System which highlights critical 
information (such as timeliness and accuracy, and progress made against project 
milestones) in a concise format for each statistical program. The report includes current 
data on performance goals and measures. The report is used to evaluate performance -- 
especially timely publication of statistics; to identify and resolve issues at their early stages 
of development; and, to enable adjustments to financial and program planning on a 
continuous basis. 


12) MSHA has an extensive database that provides information to mine operators, miners and 
the public. It includes information on fatalities and injuries and is broken down for each 
state by type of mine and cause. This information is examined for trends, especially high 
incidence type injuries, illnesses, or hazardous conditions where MSHA needs to dedicate 
its resources. The Coal and Metal and Nonmetal Mine Management Information Systems 
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13) 


14) 


15) 


capture data directly from MSHA mine inspector reports; the Mine Accident, Injury, 
Iliness, Employment, and Coal Production System data is reported directly from mine 
operators in accordance with 30 CFR Part 50. 


The ESA Office of Federal Contract Compliance Programs’ (OFCCP) Case Management 
System (CMS) is used to measure program performance. Through software and hardware 
enhancements, the ESA-OFCCP Execution Information System (OEIS) now allows field 
office managers to access CMS data to track the accomplishments of individual 
organizational units. ESA-OFCCP will complete cognitive testing and field testing of its 
Equal Opportunity Survey during the first two quarters of FY 2000. Once the EO Survey is 
implemented, federal contractor response data will be input into a database and analyzed, 
with the results of data analysis to be used in making scheduling determinations for 
compliance evaluations. Development of the database structure, including the analytical 
model, will be completed before the end of FY 2000, with full implementation planned for 
FY 2001. 


The Bureau of Apprenticeship’s Information Management System (AIMS) is used to keep 
statistical data/reports on apprenticeship, such as the number of apprentices, minorities, and 
females by industry and occupation. These reports include registrations, cancellation, 
suspensions, completions, and reinstatements of apprentices and program information. 
Statistics are updated and reported quarterly and annually. EEO compliance reviews are 
monitored within the system as well. An enhanced National Apprenticeship System is 
under development. 


To facilitate the design of an enhanced Apprenticeship Information Management System 
the Bureau has started a project that will be approached in three phases: (1) Develop a 
business plan which serves as the blue print for the new system; (2) Migrate the current 
system to a Windows Environment to make it more user-friendly; and, (3) Redesign the 
current BAT Home Page to make it Web accessible and useful for external apprenticeship 
customers and stakeholders. These enhancements will allow the national, regional, and 
field staff to have greater access to generating statistical reports which will allow all to be 
more customer and user friendly. The new system will incorporate a tracking system that 
can be utilized for better time management by staff. It is projected that all three phases will 
be completed within the next 18 months with the BAT Web Access to be completed by the 
end of FY 2000 or early FY 2001. BAT is also in the process of having all Bureau services 
apprenticeship sponsor information accessible to the public through their web site. 


The Division of Trade Adjustment Assistance (DTAA) has implemented a performance 
measures and participant outcomes data system, the Trade Act Participant Report (TAPR), 
which is very similar to the SPIR. The DTAA system covers both the regular Trade 
Adjustment Assistance (TAA) program and the NAFTA Transitional Adjustment 
Assistance (NAFTA-TAA) program. All States are required to report on program 
terminees every quarter. Because the TAPR only became effective beginning with the first 
quarter of FY 1999, some States have been unable to completely implement the system. 
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However, DTAA has a TAPR report for FY 1999 which covers several thousand terminees, 
and can be used as baseline data for future performance goals. 


Beginning in FY 2001, DTAA will implement a modified TAPR in which the outcomes 
data collected will match the outcomes data collected for the WIASRD system used by the 
dislocated worker program under WIA. The performance measures calculated from those 
data will also be the same as for the dislocated worker program. Because the data collected 
to measure outcomes will be entirely different from the present TAPR system, setting goals 
for FY 2001 and beyond is an uncertain process. 


16) The Division of WtW’s Internet-based cumulative quarterly financial status reporting 
system provides detailed information on expenditures of WtW funds by WtW program 
activity, and also tracks select participant data, such as placement, retention, and earnings 
gains. WtW competitive grantees are also required to submit quarterly narrative reports to 
their Grant Officer’s Technical Representative (GOTR). As a result of the WtW 
Amendments of 1999, which gave DOL authority over all WtW participant reporting, and 
allowed for the streamlining of existing WtW reporting, the Division of WtW will be 
issuing revised participant and financial reporting instructions for grantees in mid-FY 2000. 


As noted in Appendix B, these existing information sources provide indicators for most of the 
performance measures in the strategic plan. 


Data Validation 


Validation of performance measures and indicators will be addressed through a variety of means. 
Each of DOL’s agencies will assure that their performance goals and indicators are valid and 
complete. For example, OSHA conducts “quality control” audits of employer submissions to its 
Data Initiative to assure data integrity and MSHA is developing new, more secure procedures for 
collecting coal dust samples. Similarly, ETA will undertake a systematic approach to verify and 
validate performance outcome data from its principal programs. 


In addition, the Office of Inspector General will conduct audits to verify selected measures of 
actual performance by the agencies of the Department and review systems used to produce 
performance data. This strategy will include conducting, at various points during the course of the 
fiscal year, quality reviews of databases that capture performance data to ensure the integrity and 
completeness of reported data. 


Missing Data 


After setting goals and determining indicators, the establishment of baselines is a critical early step 
in the performance measurement process. For most of the indicators, baselines have been 
established or are in the process of being established. 
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For some indicators, setting baselines requires extensive and protracted coordination. For 
example, ILAB is working with relevant international organizations, non-governmental 
organizations, foreign governments, and other sources that track international labor standards, to 
obtain appropriate data to measure the implementation of core labor standards. 


ILAB will also provide funding to enhance IPEC’s Statistical Information and Monitoring Program 
on Child Labor (SIMPOC). Under SIMPOC, IPEC collects comprehensive and reliable 
quantitative and qualitative statistical data on child labor, and has established the first ever 
international data bank on child labor information. This will allow the ILO and IPEC countries to 


measure progress made in program implementation -- with the ultimate goal of eliminating child 
labor. 


However, for a few indicators where data is currently unavailable or incomplete, setting up 
baselines remains problematic. For these indicators, baselines will be established or revised during 
subsequent years. These issue~ are identified in Appendix B, Data Capacity, with respect to each 
performance goal for which they are relevant. 


Data Timeliness 


For some indicators there is a time lag between the activity, data collection, and attaining the 
desired result. As noted in Appendix B, JTPA performance measurement data have a lag of 15 
months behind the fiscal year. Similarly, availability of BLS injury and illness data involves a time 
lag of about a year which creates difficulty for OSHA’s tracking of its performance on an annual 
basis. Timing of data is further complicated by GPRA’s requirement to track on a fiscal year basis, 
while some programs produce data on a calendar year basis. 


The JTPA data from the SPIR system was created to coincide with the statutory program year, July 
1 through June 30. The program year was created to forward fund programs and allow for advance 
program planning. WIA legislation left the program year period in place. ETA will institute 
quarterly reporting of key indicators under the WIA program. DOL will also work to develop 
useful analysis based on past performance that will follow the spirit of the GPRA requirements. 


Problems with insufficient data validation and timeliness can arise when information systems must 
rely upon collection and reporting by external sources, such as states, localities, and employers, 
since collection methods may vary and the timing of data submission is not controllable by DOL 
agencies. In addition, reliance upon voluntary submission of data by employers frequently results 
in incomplete reporting. Efforts to enhance the flow of data, such as through electronic 
communication between the Department, its partners, and its customer community, may serve as a 
partial answer to these problems. 


One example of how the Department is addressing some of these issues dealing with data from 
external sources is ETA’s Enterprise Information and Management System. ETA is working to 
complete the design and implement an agency-wide system which will integrate its currently 
fragmented program and financial reporting and tracking systems, allow for the electronic 
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submission of data from external sources, provide greater and more timely access to information, 
and allow performance evaluation of programs. 


As noted in the Program Evaluations section above, the Department’s Management Review 
Council has established a review process to monitor performance against goals, and to assure that 
each of its performance goals and strategies are regularly evaluated. 


Linking Costs to Performance 


GAO has reported to Congress on the need for Federal agencies to apply cost accounting standards 
to program measures. The Department of Labor has a reliable, established accounting system 
known as the Department of Labor Accounting and Related Systems (DOLAR$). This system has 
the flexibility to capture, aggregate, and report costs within DOL agencies at the full range of cost 
accounting levels, from the very detailed level of cost assignment to high level overvicws. 
Modifications to DOLAR$ are being made to allow aggregation of costs across agency lines and to 
allocate indirect costs. The allocation of indirect costs at the major program level began with FY 
1998 cost data. Modifications to enable the aggregation of cost data across agencies were 
implemented for FY 1999 accounting purposes. In addition, DOL is developing the capability to 
link financial data to the performance reporting required under GPRA. For example, DOL's 
proposed cost accounting implementation plan would accumulate all costs associated with each 
outcome goal and report the full cost of activity under that goal. 


Improving Management Information 


During FY 19°, the Department of Labor developed a new, enhanced Strategic IT Plan covering 
FY 2000 - FY 2004. In addition to supporting DOL business and performance planning needs, the 
Plan establishes a framework to align information technology resources with the Department’s 
mission, goals, and objectives. In addition to defining IT strategic focus areas and implementation 
strategies, the plan identifies the need for comp!ete, accurate and timely management information 
at the program level needed to support the Department’s implementation of GPRA and related 
program measurement and evaluation activities. To ensure the IT Strategic Plan is properly 
implemented to support GPRA information systems requirements, the DOL's enhanced capital 
investment management process provides for the selection, control, and evaluation of IT capital 
investments to ensure they meet cost, schedules and performance objectives. 
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SECTION 8: MAINTAINING A DEPARTMENTAL 
STRATEGIC MANAGEMENT FOCUS 


The Government Performance and Results Act demands a more fo sed, unified management 
approach to accomplish the goals established in the Department’s Strategic Plan. 

Therefore, the Department has established an overarching strategic management focus to 
effectively link strategic planning, resource allocation, and operational activities with program 
strategies and to improve services provided to its customers. 


One major management challenge is to establish a process aimed at assuring the Department’s 
performance and accountability for program results. To this end, the Department has established a 
Management Review Council, chaired by the Deputy Secretary, with the Assistant Secretaries and 
agency heads as members. This Council will oversee implementation of the Department’s 
Strategic and Annual Performance Plans, and will coordinate all the Department’s programs as a 
single, unified Department of Labor. The Council will provide direction on the implementation of 
the major activities and processes that must be managed concurrently and will provide the forum 
for discussing substantive management issues. Moreover, the OIG will work with the Department 
to provide the Secretary and the Congress with information and advice on how to attain the highest 
possible program results and accountability. Finally, DOL wil! ensure that deficiencies or areas 
identified as high-risk by GAO are addressed. 


As part of its overarching management focus, the Department has also established long term 
management initiatives and performance goals to address cross-cutting departmental functions 
such as financial, information technology, and human resources management. These management 
areas, related outcome and performance goals, and the strategies to achieve them are detailed in the 
sections that follow. 


FINANCIAL MANAGEMENT 


The primary goal of the Office of the Chief Financial Officer (OCFO) is to ensure the stewardship 
over the financial resources of the Department. The degree to which the OCFO has accomplished 
this goal relates directly to our ability to maintain the clean audit opinion received on the FY 1997, 
FY 1998, and FY 1999 Consolidated Financial Statements. The Department will rely on a 
proactive strategy to implement new standards and requirements, as well as a preventive strategy to 
address promptly both internal control problems and compliance issues with financial laws and 
regulations that are identified in the audit. By addressing these problems as they are being 
identified in each annual audit, our clean audit opinion can be maintained and financial 
management can be continually enhanced. 


The OCFO has worked closely with each of the major DOL program agency financial staffs, as 
well as the Office of the Inspector General (OIG) to achieve an unqualified opinion for the1998, 
and 1999 DOL financial statements. We will continue working collaboratively throughout DOL to 
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maintain our clean audit opinion by meeting new financial requirements and standards in a timely 
fashion, and resolving remaining deficiencies in financial systems cited by the auditors. In addition 
to the OIG audit of our financial management performance, periodic financial management reviews 
are conducted with each of the major program agencies to identify potential problems and 
coordinate plans to correct known problems. 


The Federal Financial Management Improvement Act (FFMIA) requires federal agencies to 
identify and report to Congress on weaknesses in their financial systems. The OIG identified 
several compliance issues during its audit of the FY 1998 and FY 1999 Financial Statements. We 
anticipate bringing most, if not all, of these systems into compliance in FY 2000. 


One of the most significant challenges for the Department in the compliance area over the next five 
years will be in fully implementing managerial cost accounting and performance reporting as 
required respectively by the Government Management Reform Act (GMRA) and the Government 
Performance and Results Act (GPRA). The OCFO plans to develop systems and management 
processes to measure program results and costs throughout the Department, and in accordance with 
the new government-wide cost accounting standards. The OCFO as well as program agencies are 
requesting additional resources to ensure system modifications are made to provide required cost 
accounting capabilities. In this connection, the Department’s FY 1999 Audited Financial 
Statements reported the full costs of its Outcome Goals as set forth in its FY 1999 Performance 
Plan. The OCFO as well as program agencies are requesting appropriate budgetary resources to 
ensure system modifications are made to provide required cost accounting capabilities. 


Government Management and Reporting Act (GMRA) and Federal Manager’s Financial Integrity 
Performance Act (FMFIA) requirements will be satisfied by information provided in the 
Department's Annual Report on Performane and Accountability Report. This report also satisfies 
reporting requirements found in the CFO, Debt Collection, Civil Monetary Penalties, and Prompt 
Payment Acts, and may also be used as the vehicle to report results against performance measures 
instead of a separate Annual Performance Report for GPRA. 


FM OUTCOME GOAL: Maintain the integrity and stewardship of the Department’s 
financial resources 


FM_Performance Goal 1: 
Produce annual financial statements that receive clean audit opinions. 
Strategies to Achieve Goals: 


Comply with applicable federal accounting and financial system standards, laws, regulations, 
policies, and practices. 
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Implement performance and cost information throughout DOL as required by GPRA and new 
federal cost accounting standards. 


Strengthen and modernize DOL’s central accounting system and agency feeder systems to keep 
pace with new and emerging requirements. 


Continue and complete systems modernization efforts in FY 2001 and begin preacquisition phase 
for the new core accounting system in FY 2002. 


Maintain strong and positive work ing relationships with external organizations, i.e., OMB, GAO, 
OIG, to address risks and weaknesses identified. 


Develop and implement realistic corrective action plans for all financial management system 
weaknesses identified by the OIG, GAO, and DOL management with corrections meeting final 
completion dates specified in original corrective action plans. 


Maintain effective partnerships and working relations with DOL agencies to strengthen their 
financial systems. 


FM_Performance Goal 2: 


DOL meets all new accounting standards issued by the Federal Accounting Systems Advisory 
Board (FASAB) including the Managerial Cost Accounti::g Standard. 


Strategies To Achieve Goals: 


Issue guidance to agency heads to formalize linkage between program performance, future 
planning, and budget cycle. 


Establish internal partnerships to ensure joint cooperation in assessing system alternatives and 
other process considerations. 


Work with OMB and Congressional appropriations committee staff on a realignment of budget 
activity. 


Provide technical assistance to program agencies in implementing the systems and pilot projects 
required to support the performance goals. 


INFORMATION TECHNOLOGY MANAGEMENT 
The Department will improve mission performance, productivity, communication linkages, and 


administrative processes through greater utilization of information technology (IT). The goal is to 
reduce risks, improve efficiencies, and contain costs through greater internal coordination and 
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integration, while providing DOL employees with quality automated tools and timely information 
so they can better perform their jobs. 


The Department will refine and improve its information technology capital planning process to 
reduce risks, contain costs, and achieve a higher degree of consistency and compatibility across the 
Department. Under the auspices of the Information Technology Management Reform Act 
(ITMRA), the Department established a formal review and approval process for IT investments, 
including a Technical Review Board (TRB), chartered to review major information technology 
investments from a Department-wide perspective. Working from published GAO and OMB 
guidance on information technology investment decision-making, the Capital Planning and 
Investment Board (CPIB) will implement a consistent process to ensure sound capital planning. 
This process was used to establish an office automation architecture and a standard integrated 
office automation product for the Department as well as approval for other IT investment 
decisions. 


Having technology in place ultimately allows better delivery of services to the American employers 
and employees served by the Department. DOL employees at headquarters, in the regions, and in 
the field will have the tools to do their jobs more effectively. A good example of the application of 
this technology is in the regulatory and cooperative compliance efforts, which are especially 
enhanced as field inspectors and investigators are able to access the latest data bases for 
information while on-site with a company, in a plant, or in a mine. This ready access enables staff 
to respond quickly to accidents that have already occurred, provides information to help prevent 
potential accidents, and assists employers in meeting health, safety, and wage requirements. 


In addition to the program-specific automated system initiatives of individual DOL agencies, the 
Department will expand its information delivery to the public via its Internet World Wide Web 
sites. Public access will become both easier and more beneficial as the Department carries out 
plans to expand information sources available, provide expert systems, and add search capabilities. 
As Americans gain increased access to the Internet, the Department of Labor will make available to 
the public an electronic presence available for Labor-related information and services. 


DOL’s expert systems, called elaws (Employment Laws Assistance for Workers and Small 
Businesses), are designed to help the nation’s employees, employers, and other interested parties 
understand their rights and responsibilities under the laws and regulations administered by the 
Department of Labor. Each elaws Advisor provides information about a specific law or regulation. 


DOL employees will also benefit from improvements to information technology capabilities and 
services over the next five years. Every employee, regardless of geographical duty station, will be 
provided with the automated tools necessary to do their jobs effectively and efficiently and to 
access automated administrative functions. Electronic communications will be improved from the 
Secretary to every employee, allowing much greater distribution of information without the use of 
paper. Automated workflow and expert systems will assist employees in carrying out their jobs. 
This will be done through the use of Web-based applications to Celiver services down to the 
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smallest field offices, increasing the availability of portable computers to employees who must 
travel as part of their work or who work on flexiplace schedules. 


IT OUTCOME GOAL: Improve organizational performance and communication through 
effective deployment of IT resources 


IT Performance Goal 1: 

Increase integration of DOL IT systems and extend access to automated services. 
Strategies to Achieve Goal: 
Use cross-cutting teams to coordinate systems conversion issues affecting DOL agencies. 


Use the IT Capital Investment Management Process and Architecture sub-working group to define 
and establish automation priorities and linkage/interface to other systems. 


Implement an integrated Human Resources/payroll system in phases. The core HR system was 
implemented in FY 1999. Additional HR modules will be introduced in FY-2000, and the payroll 
system in FY-2001. 


Implement secure, web-based, applications for DOL employee self-service. 


Involve stakeholders in the development of requirements through techniques such as 
FIT Sessions *, subject-specific working groups, and priority setting through consensus. 


Establish change management teams to facilitate migration to new environments. The team will 
address issues such as revising business practices, developing end-user training, and developing a 
communications plan with stakeholdei s. 


Review major IT initiatives to assure compliance with adopted standards and perform post- 
implementation reviews and evaluations in accordance with the Information Technology 
Management Reform Act (ITMRA). 


Provide training to stakeholders on the implementation of a standards-based architecture at the 
agency level. 


*A verification (usually through testing) that the application/system developed for the client is functional, 
operational, and meets (customers/stakeholder) requirements 


Strategic Plan FY 1999-2004 
United States Department of Labor 


Page 85 
September 2000 


Provide guidance to the agencies and procurement authorities on hardware and software 
components which meet adopted standards. 


Use cross-cutting teams to coordinate systems conversion issues affecting DOL agencies. 


Increase ongoing cooperative efforts within the Department to enhance and refine Internet and 
Intranet functionality. 


Use Commercial Off-The-Shelf security systems and application development tool suites. 
Improve the usability, accuracy and accessibility of information on the Public Internet Web Site. 


Develop and adapt Federal-wide standards for Internet infrastructure and security (as approved by 
the DOL Architecture subcommittee of the TRB). 


Improve citizens’ ability to transact business with the Department by implementing electronic 
signature technologies and electronic business solutions. 


HUMAN RESOURCES MANAGEMENT 


One of DOL’s key aims in the area of Human Resources (HR) Management is to provide its staff 
with the knowledge and skills necessary to effectively accomplish the Department’s strategic goals. 
This will be achieved through the retooling of DOL’s workforce through a series of lifelong 
learning initiatives. As part of this effort, DOL will be a model workplace that facilitates the 
recruitment and retention of a diverse, highly-skilled workforce capable of meeting DOL’s 
strategic and performance goals, while creating an "employee-friendly" environment that is 
accessible to all employees and allows them to better balance their work and family obligations. 


The Department is committed to lifelong learning that will produce a workforce with the job skills 
necessary to meet evolving p-ogram needs, re-engineered work processes, and rapidly changing 
technological advances. Greater emphasis will be placed on skills involving team work, coaching, 
mentoring, problem solving, and analysis. Moreover, employees in occupations that are no longer 
necessary as a result of technology or changing business practices will be retrained and succession 
planning with additional planned management approaches to an aging workforce will be pursued. 


This challenge underscores the ‘mportance of offering a series of viable lifelong learning efforts to 
address changing job compet __v needs and technological innovation and to make these learning 
efforts available to all of the Department’s employees. To achieve this end, we will make greater 
use of electronic systems and tools such as distance learning with interactive capabilities, and will 
provide facilities and services that make work accessible to all employees, including those with 
disabilities. The Department will also require an aggressive recruitment strategy to bring new 
capability to the Department's programs by attracting a highly skilled workforce. To attract a 
highly skilled workforce, DOL will engage in aggressive outreach and recruitment targeting 
under-represented groups by maximizing all available recruitment sources and approaches. To 
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ensure that all employees work in a positive equal employment opportunity environment, we will 
also take actions to confirm that all DOL agencies have policies and procedures in place that 
support applicable civil rights laws. 


To address the growing challenge of attracting and retaining those employees who have highly 
sought-after technical skills, DOL will pursue the use of various Departmental/OPM direct hiring 
authorities and of additional personnel and workplace flexibilities. DOL will use all available 
opportunities to expand its existing labor-partnership efforts to assure joint cooperation with 
employee organizations to progressively address workplace issues and provide the highest quality 
services to the American public. Alternative Dispute Resolution techniques will be the preferred 
method of resolving informal equal opportunity complaints and grievances. 


In support of the Federal Worker 2000 Presidential Initiative on Safety and the Secretary’s Safety 
and Health Initiative, the primary objective of the Safety and Health Center (SHC) is to ensure that 
DOL provides safe and healthful working conditions for employees and Job Corps participants. 
DOL actively promotes the physical fitness and mental health of employees by providing voluntary 
programs and services which are readily available. DOL administers the Workers’ Compensation 
program under the Federal Employees’ Compensation Act (FECA), and works to ensure that 
employees and Job Corps participants who become ill or are injured on duty are provided 
appropriate assistance. 


HR OUTCOME GOAL: Establish DOL as a Model Workplace 


HR Performance Goal 1: 
Recruit, develop, and retain a highly competent and diverse workforce to support the 
accomplishment of the DOL mission through innovative recruitment strategies, convenient and 


appealing lifelong learning programs and services, and a wide variety of “model workplace” 
initiatives to enhance morale and retention rates. 


Strategies to Achieve Goal: 
Survey users and potential users regarding training and development services. 
Create visible and easily accessible training and development programs. 


Focus on greater use and emphasis on technology in the training and development of DOL 
employees. 


Place Continuous Learning Library Exchange Guide and mini-training/career assistance seminars 
into Labornet. 
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Conduct competency-based assessments of DOL major occupations in order to automate core 
competencies. 


Disseminate information of job-based competency and skills materials. 
Publish career paths for DOL major occupations. 


Establish partnerships with local universities to provide on/off-site training for mission-critical 
occupations. 


Use classroom-based video-conferencing and laboratory classrooms to provide workplace 
education and development of National Office and field employees. 


Provide assistive devices and resources fr loan, technical assistance, and support services for the 
accommodation, recrvitment, and retention of employees/people with disabilities. 


Implement web based employee self service for accessing and updating selected employee 
personnel information. 


Promote and improve greater utilization of family-friendly job flexibilities. 
Provide technology-based resource and referral services 


orm Partnerships for the common delivery of worklife programs and services with other Federal 
agencies and external public and private entities. 


Mo leling interest-based problem-solving behaviors during appropriate Labor/Management 
ne, ‘iation activities which focus on issues instead of personalities, and encourage early 
inte. vention. 


Increase the use of Alternative Dispute Resolution. 


Target for reduction third-party complaints precipitated by lack of communication and 
predecisional involvement between management and labor. 


Work on strengthening relationships with « ur union partners consisting of the American Federation 
of Government Employees Local 12; the National Council of Field Labor Locals; and the National 
Union of Labor Investigators. 


Evaluate and conduct an analysis of a pilot program currently underway with the Public Health 
Service to provide Employee Assistance Program services in a more cost-effective way. 


Conduct compliance reviews of DOL program agencies to ensure that all agencies are in 
compliance with applicable Federal civil mghts laws and regulations. 
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Educate managers and employees of their rights and responsibilities under applicable Federal 
sector EEO laws through the use of the Labornet and training. 


Improve the EEO complaint process by using existing staff to perform full-time EEO counseling 
and mediation and to contract out complaint investigations. 


HR Performance Goal 2: 


Assure safe, healthful workplace for DOL employees and Job Corps students by reducing the 
rate of occurrence for lost time accidents, injuries, and illnesses and reducing the rate of lost 
production days. 


Strategies to Achieve Goal: 


Participation in and support of the Federai Worker 2000 Presidential Initiative in order to identify 
“best practices” in Safety and Health programs in the Federal sector. 


DOL agencies will increase worksite inspections to reduce causes of accidents, illnesses, and 
injuries. Also, conduct 100% safety program reviews of all Job Corps Centers throughout the 
United States to determine the adequacy and effectiveness of the Center safety programs for Job 
Corps enrollees. 


DOL agencies will develop a consolidated Departmental plan to reduce accidents, illnesses, and 
injuries and workers’ compensation costs. 


Monitor causation factors of on the job accidents, injuries, and illnesses and provide prompt 
support to agencies in getting immediate mec.val attention for affected employees, by utilizing the 
OWCP Early Nurse Initiative, thus containing the extent and duration of their incapacity. 


Assist DOL agencies’ establishment of light-duty positions or flexiplace arrangements for injured 
employees to facilitate their continued contribution and/or prompt return to work. 


Process and monitor workers’ compensation claim forms from DOL employees and Job Corps 
participants within required time frames and provide techiical assistance to agencies in managing 
the workers’ compensation program. 


Assist DOL agencies’ screening of the periodic workers’ compensation rolls to identify candidates 
who are eligible to work, creating suitable positions (including flexiplace) for them, and 
overcoming barriers to their return. 


Provide agencies with accident and injury statistics to monitor problems and identify corrective 
actions necessary to reduce accidents and injuries. 
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Assess progress toward goal reductions in accidents, injuries, and illnesses and workers’ 
compensativa, and as appropriate, identify specific approaches/actions for agencies to accelerate 
progress toward gual achievement. 


HR Performance Goal 3: 


Complete reviews of two of thirteen DOL components to verify that DOL components have 
procedures in place to meet the requirements of applicable civil rights laws. 


Strategies to Achieve Goal: 


Appropriate DOL Agencies will be reviewed to ensure compliance with the applicable Civil Rights 
laws and regulations. 


MAINTAINING AN EFFECTIVE AUDIT RESOLUTION AND MANAGEMENT 
IMPROVEMENT PROGRAM 


The Department will maintain a ,ro-active management system that is responsive to audit 
recommendations identified by the General Accounting Office (GAO) and the Department’s Office 
of the Inspector General (OIG). The Office of the Chief Financial Officer, DOL program agencies, 
the Office of the Inspector General, and the General Accounting Office will continue to jointly 
maintain a system for tracking audit recommendations to resolution and closure. This system 
provides source data for periodic reports to the Department’s senior management on the status of 
corrective actions responsive to audit recommendations, and serves the Department well in 
maintaining a results-oriented approach to audit resolution. The Department’s Management 
Control Policy Board, consisting of senior managers from each agency of the Department, 
including the OIG, will continue to identify material weaknesses that need to be corrected and 
reported to the President and the Congress as prescribed in the Federal Managers’ Financial 
Integrity Act. 


At this time the Department has no programs that are the subject of management weaknesses 
reported in the current GAO high risk audit series. DOL completed the Y2K compliance of its 
mission critical systems by March 31“, 1999, as directed by OMB, and ail critical systems of the 
Department and its key partners operated without interruption in January 2000. Although this 
Strategic Plan does not include actions being taken to address open audit recommendations, the 
FY2000 Annual Performance Plan identified the most significant open audit recommendations 
expected to be closed in the next few years. Ensuing Annual Performance Plans will also discuss 
the status of major audit findings and the progress the Department is making to close audit 
recommendations. An Annual Report of Performance and Accountability meeting the 
Department’s requirements to report on audit resolution, the status and effectiveness of 
management controls, and our financial systems’ compliance with standards adopted by the 
Congress in the Federal Financial Management Improvement Act will be issued in March of each 
year. 
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ENHANCING SERVICE TO DOL CUSTOMERS 


Many of DOL’s component agencies’ Strategic Plans include the integration of customer service 
concerns into their day-to-day operations. DOL customers’ feedback is instructive in measuring 
how well services are provided, identifying how services might be better delivered, and 
determining whether DOL’s program goals effectively address customers’ needs. DOL component 
agencies, as part of their service delivery initiatives, will conduct customer surveys, using 
appropriate sampling techniques, to obtain this feedback at a reasonable cost. 


Not only will DOL improve processes for listening to its customers, but it will work towards 
improving ‘the communication process with its customers, focusing efforts Un improving the 
understan iability of workplace standards by developing plain language regulations. Technology 
will be applied across the Department to improve the dissemination of these regulations, issue 
technical assistance material, respond to individual customer’s problems, and co!lect public 
comments. DOL agencies will work collaboratively to share these and other techniques that 
provide the feedback needed to fully measure program results. 
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SECTION 9: CONCLUSION 


The Secretary has established a DOL-wide Management Review Council to oversee GPRA 
planning activities, better coordinate agency efforts and develop cross-cutting approaches to 
program and administrative issues. The Deputy Secretary chairs the Management Review Council, 
which consists of Assistant Secretaries and other agency heads and is supported by the 
Departrnent’s GPRA Staff and the Strategic and Performance Plan Work group, composed of career 
staff drawn from each major agency. . 


Over the past six months, the Department’s GPRA Staff partnered with the Strategic and 
Performance Plan Workgroup to develop this FY 1999-2004 Strategic Plan to reflect the 
Secretary’s three strategic goals. This document serves as the framework for the development of 
the Department’s Annual Performance Plans and budget proposals and will form the basis for the 
Management Review Council’s biannual performance assessment process, IT strategic planning, 
and the development of the legislative agenda. Although still a new and developing process, this 
approach has already brought more focus in budget formulation on the relationship of strategic and 
performance goals, related program results, and resources, and has enhanced the Department’s 
ability to articulate and pursue crosscutting efforts. 


Strategic planning is being incorporated into the fabric of the management process throughout the 
Department. Our Strategic and Annual Performance Plans are available to all, through LaborNet 
and the Department’s Web site. Copies of the strategic goals have been distributed to all DOL 
employees, so that all employees know where their accomplishments fit into both the Department’s 
and their agency’s Strategic and Performance Plans. Most managers have had specific 
performance goals and related program measures © indicators built into their performance 
standards. 


The Department recognizes that a number of challenges remain before the full impact of GPRA 
planning can be realized. We will need ‘mproved repor*ng systems, data validation efforts, and 
program evaluations to achieve the Secreiz.y’s « tsinn o: an integrated Department delivering 
measurable results for America’s working tainilies. Much progress has already been made, and the 
Department is committed to a continuing process of 1: :proving program performance by 
maintaining a consistent focus on our Strategic Geals, refining the definition and measurement of 
the outcome of our work, and improving the communication of the results of our efforts to the 
public. In so duing we will help provide America with a prepared workforce, a secure workforce, 
and quality workplaces. 
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Appendix A 
Performance Goals and Baselines 


- Strategic Goal One 
spared Workforce: Enhance Opportunities for America’s Workforce 


Outcome Goal: 1.1. Increase Employment, Earnings, and Assistance 
Goal Desired Performance Level by FY 2004 Baseline 
LIA By PY 2002, 70% of individuals registered under the WIA adult New Goal. PY 2000, the first full year of WIA implementation for all states, 
program will be employed in the quarter after program exit. will constitute the baseline year for this measure. The performance measure 
will be derived from the agreed upon levels of performance for all states. 
1.1B By PY 2002, 80% of individuals registered under the WIA adult New Goal. PY 2000, the first full year of WIA implementation for all states, 
program, will be employed in the third quarter after program exit. will constitute the baseline year for this measure. The performance measure 
will be derived from the agreed upon levels or performance for all states. 
1.1C By PY 2002, individuals registered under the WIA adult program New Goal. PY 2000, the first full year of WIA implementation for all states, 
who are emplc, °4 in the third quarter after program exit will have | will constitute the baseline year for this measure. The performance measure 
increased earnings of $3,423. will be derived from the agreed upon levels or performance for all states. 
1.1D By 2004, 69% of those Welfare-to- Work (WtW) participants New Goal. The baseline for this performance measure will be available in 
placed in unsudsidized employment will remain in the workforce September 2000. 
for two consecutive quarters following the placement quarter. 
LIE By 2004, those Welfare-to- Work (WtW) participants placed in New Goal. The baseline for this performance measure will be available in 
unsubsidized employment, will have an average earnings increase | September 2000. 
of 9% by the second consecutive quarter following the placement 
quarter. 
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1.1F By PY 2002, 65% of job seekers registered under the Wagner- New Goal, Based on PY 2000 (7/1/00 - 6/30/01) reporting against this new 
Peyser Act program will have unsubsidized jobs six months after —_|_ measure, it will be possible to establish a baseline which will be used to 
initial entry into employment. negotiate individual state goals in advance of PY 2001 (7/1/01 - 6/30/02), 

and a roll up to national performance goals for the Annual Plan in 
September, 2001. 

1.1G By PY 2002, increase by 1% the total number of job openings Baseline will be FY 2000 (PY 1999) data. 
listed with the public employment service, including both those 
listed with State Employment Security Agencies (SESAs) and 
those listed directly with America’s Job Bank (AJB) via the 
Internet, over the PY 1999 baseline. 

1.1H By 2004, increase by 10% the number of newly registered civilian | The FY 1999 baseline was 109,251 newly registered apprentices. 
apprentices over the 1999 baseline. 

1.11 By 2004, increase by 15% the number of newly registered female The FY 1999 baseline was 7,551 newly registered female apprentices. 
civilian apprentices over the 1999 baseline. 

L.iJ By 2002, increase by 5% the number of people with disabilities New Goal. The baseline is to be established using PY 2000 WIA data. The 
registered in the workforce area that receive Work Incentive Grants | baseline will be the number of people with disabilities, as of the beginning of 
for FY 2001. FY 2001 (10/1/00), registered in the workforce area(s) that receive Work 

Incentive Grants. 

1.1K | By 2002, more than 60% of customers with disabilities registered New Goal. The goal was based upon limited grantee experience gathering 
in workforce area(s) that receive Work Incentive Grants for FY participant customer satisfaction information, including pilot projects. 
2001 will indicate they were very satisfied with services received 
through the One-Stop system. 

1.1L By PY 2002, 70% of participants will be satisfied with services The goal was based upon limited grantee experience gathering participant 
received from workforce investment activities. customer satisfaction information, including pilot projects. 
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utcome Goal: 1.1 Increase Employment, Earnings, and Assistance 


Desired Performance Level by FY 2004 


By 2005, at least 30% of those veterans and other eligible persons 
registering for public labor exchange services will enter 
employment each year through staff assisted services provided 
either by VETS funded staff or by the Wagner-Peyser funded 
systems. 


27% in FY 1999. 


1.10 


At least 54% of those veterans and other eligible persons enrolled 
in Homeless Veteran Reintegration Project (HVRP) grants enter 
employment. 


50% in FY 1999. 


1.1P 


By FY 2003, prepare 32,500 women for the labor force by 
providing them with tools and education on equal pay, 
occupational segregation, pension benefits, dependent care, 
nontraditional occupations, safe and healthy workplaces, rights in 
the workplace. 


Baseline is zero. 
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1.2A By PY 2002, 53% of the 14-18 year-old youth registered under the WIA youth New Goal. PY 2000, the first full year of WIA 
program will be in employment, post-secondary education, advanced training, implementation for all states, will constitute the baseline 
apprenticeships, or in the military in the third quarter after program exit. year for this measure. The performance measure will be 
derived from the agreed upon levels of performance for all 
States. 
1.2B By PY 2002, 77% of the 19-21 year-old youth registered under the WIA youth New Goal. PY 2000, the first full year of WIA 
program will be employed in the third quarter after program exit. implementation for all states, will constitute the baseline 
year for this measure. The performance measure will be 
derived from the agreed upon levels of performance for all 
states. 
1.2C By PY 2004, 85% of Job Corps graduates will get jobs or be enrolled in education. The PY 1999 baseline was 88%. 
1.2D By PY 2004, Job Corps graduates with jobs will be employed at average hourly The PY 1999 baseline was $7.49. 
wages of $8.50. 
1.2E By PY 2004, 70% of Job Corps graduates will continue to be connected to a job, The baseline will be established in PY 2000. 
advanced educational program or the military; six months after they obtain their first 
placement. 
1.2F By PY 2002, 53% of 14-18 year old Youth Opportunity Grant participants placed in The baseline for this program will be established in PY 
employment, the military, advanced training, post-secondary education, or 2000. 
apprenticeships will be retained at six months. 
1.2G By 2004, in 40 communities, Youth Councils will build local Safe Schools/Healthy The Department of Labor’s involvement in this initiative is 
Students partnerships with business, community organizations, and schools to new. FY 2001 will constitute the baseline year for this 
improve opportunities for at-risk youth, particularly out-of-school youth. measure. 
1.2H By 2004, 67% of Responsible Reintegration for Young Offenders program graduates | This is a new initiative. FY 2001 will constitute the 


will get jobs, re-enroll in high school, or be enrolled in post-secondary education or 
training. 


baseline year for this measure. 
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Baseline 


Produce and disseminate timely, accurate, and 
relevant economic information. 


Timeliness measures for FY 1997: 

National Labor Force (100 percent); Employment, Hours, and Earnings (100 percent); 
Consumer Prices and Price Indexes (100 percent); Producer Prices and Price Indexes (100 
percent), and Employment Cost Index statistics (100 percent). 


Qual'ty (accuracy, and relevancy) measures for FY 1997: 

Unlike the timeliness measures, the quality measures are unique to each economic indicator. 
For example, in the Employment Cost Index: The number of quarters the change in Civilian 
Compensation Less Sales Workers Index was within +/-0.5 percent at the 90 percent 
confidence level = 4 in FY 1997. 


DOL and BLS Annual Performance Plans provide additional baseline information. 


1.3B 


Improve the accuracy, efficiency, and relevancy of 
economic measures. 


There are no baseline measures for new activities |, 2, 3, 6, and 7. 
l. 


2. 
3. 


DOL and BLS Annual Performance Plans provide additional baseline information. 


The North American Industry Classification System (NAICS) will be used in the 
Producer Price Index and Employment Cost Index. 

Release of Job Openings and Labor Turnover Survey (JOLTS). 

Updated housing sample in the Consumer Price Index (CPI) market basket (CPI-R). 
Increase the sample size of the Consumer Expenditure Survey (CE) by 50 percent; 5,400 
households for the Diary survey and 5,400 for the Interview survey in FY 1997. 
Increase the sample size of the Employment Cost Index (ECI) by 7,000 establishments; 
12,000 establishments in FY 1999. 

Product samples will be updated more frequently for rapidly changing industries in the 
Producer Price Index (PPI). 

A subscription system and an enhanced data research capability are implemented for 
LABSTAT, the BLS public access Web site and time series database. 
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previously investigated in those selected industries where the data 
indicate that the risk of serious injury to young workers is grea’: 5t. 


Baseline 
2.1A Increase compliance with labor standards laws and regulations 79% compliance in the San Francisco garment industry (1997). 
including young workers in nationally vargeted industries. (Note: 37% compliance in the New York City garment industry (1997). 
New industries targeted for compliance will have baselines 22% compliance in the Los Angeles garment industry (1994). 
established in years indicated.) 75% coinpliance in tomato commodities (1996). 
70% compliance in the nursing home industry (1998). 
57% compliance in residential health care (1999). 
40% compliance in the poultry processing industry (1998). 
49% compliance in cucumber commodity (1999). 
65% compliance in lettuce commodity (1999). 
42% compliance in onion commodity (1999). 
57% compliance in residential health care (assisted living facilities) (1999). 
Garlic commodity baseline TBD (end of FY 2000). 
Meatpacking industry baseline to be established (2003). 
Foresiry industry baseline TBD (2000). 
Home health care baseline TBD (2002). 
2.1B Increase child labor compliance by __ percentage points over New Goal. Baselines for the restaurant and grocery industries will be 
established baselines in those selected industries where data established by the end of FY 2000. 
indicate that the risk of serious injury of young workers is greatest. 
2.1C Achieve child labor compliance by % of the employers New Goal. Baselines for the restaurant and grocery industries will be 


established by the end of FY 2000. 
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Desired Performance Level by FY 2004 


investigations of employee health and welfare plans where assets 
are restored, prohibited transactions are corrected, participant 
benefits are recovered, or plan assets are protected from 
mismanagement and risk of future loss is reduced. 


Goal Baseliae 
2.1D Increase compliance by 15 percentage points (10-15 percentage San Francisco garment (1999) 86% cumpliance rate upon reinvestigation. 
points based on years surveys are conducted) among employers LA garment (1998) - 25% compliance rate upon rcinvestigation. 
which were previous violators, and the subject of repeat New York City garment (1999) 52% compliance rate upon reinvestigation 
investigations in nationally targeted industries. (Note: New Nursing homes (1997) - 76% compliance rate upon reinvestigation. 
industries targeted for compliance will have baselines established Tomato commodities (1998) - 59% compliance rate upon reinvestigation. 
in years indicated). Residential health care (assisted living facilities) (1999) - 66% compliance 
rate upon reinvestigation. 
Lettuce Commodity (1999) 43% co.upliance rate upon reinvestigation. 
Onion Commodity (1999) 42% compliance rate upon reinvestigation. 
Cucumber Commodity (1999) 37% compliance rate upon reinvesiigation. 
Poultry processing - (1998) -- 40% compliance rate upon reinvestigation. 
Garlic Baseline TBD (end of FY2000). 
Forestry - baseline TBD (end of FY 2000). 
Meatpacking - baseline TBD (2003). 
2.1E Achieve 90% timely union reporting compliance by unions with Timely filing of annual financial reports required of unions with annual 
annual receipts greater than $200,000 that timely file union annual | receipts over $200,000: 79% in FY 1997. 
financial reports for public disclosure access. 
2.1F Increase by 2.5% per year both the number of closed fiduciary The average number of closed fiduciary investigations of employer pension 
investigations of employee pension plans where assets are restored, | plans where assets are restored, prohibited transactions are corrected, 
prohibited tr: asactions are corrected, participant benefits are participant benefits are recovered, or plan assets are protected for FY 1998 & 
recovered, or plan assets are protected from mismanagement and 1999 (799). 
risk of future loss is reduced. 
2.1G Increase by 2.5% per year the number of closed fiduciary The average number of closed fiduciary investigations of employee health 


and welfare plans where assets are restored, prohibited transactions are 
corrected, participant benefits are recovered, or plan assets are protected for 
FY 1998 and 1999 (294). 
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Desired Performance Level by FY Baseline 
2.2A___| Provide fair benefit determinations and timely benefit payments to | FY 1999: 
unemployed workers. By 2004: 1. Benefit adjudication quality: 


20 States meet the minimum criteria: nationally, 71% or all nonmonetary 
1. Increase to 42 the number of States meeting the minimum | adjudications scored>80 points using the standard review instrument 
performance standard for quality in handling eligibility 2. Payment timeliness: 

determinations with issues that must be adjudicated. 46 States met the minimum criterion: nationally, 90% of intrastate |" 
payments were made within 14/21 days. 

2. Increase to 48 the number of States meeting or exceeding 
the minimum performance criterion that 90% of all first 
payments will be made within 14/21 days. 


2.2B Increase by 10% benefit recoveries achieved through the assistance | Average of benefit recoveries achieved in FY 1998 & 1999 ($52 million). 
of Pension Benefit Advisors. 


2.2C Increase by 5% the number of workers who are covered by a pension | Estimated covered population derived from 1998 pension topical module, 
plan sponsored by their employer, particularly women, minority and | available in FY 1999 (47.6 million). 
workers in small business. 


2.2D Return Federal employees to work following an injury as early as Interim baseline for Quality Case Management (QCM) cases only: FY 1997 


appropriate indicated by an 8% reduction from the FY 2000 actual - 189 workdays. Baseline for all cases to be established by the end of 
baseline in the average number of production days lost due to FY 2000. 
disability. 
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Goal Desired Performance Level by FY 2004 Baseline 
2.2E Produce $165 million in cumulative first-year savings in the FECA | For all cases with benefit actions in the measurement year, the periodic 
Program through Periodic Roll Management (PRM). payment amount paid at time of their entry into the PRM universe, compared 
to the periodic payment amount after benefit reduction. 
The methodology for measuring savings from compensation benefit 
adjustments and terminations was revised to coincide with PRM'’s integration 
into permanent operations. 
PRM savings for performance reporting were previously derived by 
comparing total FECA program benefit reductions in all cases, including 
PRM cases, in the measurement year, to total reductions produced in the 
baseline year but not counting PRM case reductions. 
2.2F In the FECA Program, reduce the overall average medical service | Fee Schedule and Correct Coding Initiative Baselines: Amounts charged for 
cost per case by 2% (adjusted for inflation). medical services in each fiscal year that performance will be measured. 
Overall Average Medical Cost Baseline: Average cost per case for all cases 
receiving medical services in FY 2000. 
Focus Review Baseline: Average annual cost per case in FY 2000 for each 
medical condition selected for review. 
2.2G__| Each area of the country will be surveyed for all four types of Baseline to be determined, and goal achieved, in FY 2002. 
construction at least every three years, and the resulting Davis- 
Bacon wage determinations validly represent locally prevailing 
wages/benefits. 
2.2H_ | Reduce to 3 to 4 years the average time frame to send final, FY 1997: 7 to 8 years. 
accurate benefit determinations to participants in defined benefit 
pension plans taken over by PBGC. 
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Rietehiturntenta un > faa caer 
Goal Desired Perfo Bascline 
2.3A By PY 2002, 75% of the individuals registered under the WIA New Goal. PY 2000, the first full year of WIA implementation for all states, 
dislocated worker program will be employed in the quarter after will constitute the baseline year for this measure. The performance measure 
exit. will be derived from the agreed upon levels of performance for all states. 
2.3B By PY 2002, 85% of the individuals registered under the WIA New Goal. PY 2000, the first full year of WIA implementation for all states, 
dislocated worker program will be employed in the third quarter will constitute the baseline year for this measure. The performance measure 
after program exit. will be derived from the agreed upon levels of performance for all states 
2.3C By PY 2002, the individuals registered under the WIA dislocated New Goal. PY 2000, the first full year of WIA implementation for all states, 
worker program who are employed in the third quarter after will constitute the baseline year for this measure. The performance measure 
program exit will have 92% of their pre-dislocation earnings. will be derived from the agreed upon levels of performance for all states. 
2.3D By 2002, 75% of workers dislocated in important part because of New Goal. FY 2001 will constitute the baseline year for this measure. 
trade and who receive trade adjustment assistance benefits will be 
employed in the quarter after program exit. 
2.3E By 2002, 85% of workers dislocated in important part because of New Goal. FY 2001 will constitute the baseline year for this measure. 
trade and who receive trade adjustment assistance benefits will be 
employed in the third quarter after program exit. 
2.3F By 2002, workers dislocated in important part because of trade and | New Goal. FY 2001 will constitute the baseline year for this measure. 
who receive trade adjustment assistance benefits, who are 
employed in the \nird quarter after program exit, will earn 92% of 
their pre-dislocati . earnings. 
2.3G By PY 2002, the wages of the incumbent workers receiving New Goal. FY 2001 will constitute the baseline year for this measure. 
training under the incumbent worker initiative will be 5% higher 
than their pre-program wages, when measured in the first quarter 
after program exit. 
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Workplaces That Are Safe, Healthy and Fir 


Jutcome Goal 3.1 Reduce Workplac ) Injuries, Illnesses, and Fatalities 
Goal Desired Performance Level by FY 2004 Baseline 
3.1A Reduce the number of mine fatalities and non-fatal injury rate to Fatalities: Moving 5-year average (actual) e.g., FY 1994-1998 average = 92.2. 
below the average number recorded for the previous 5 years. Injuries: Moving 5-year average (rate) e.g., FY 1994-1998 average = 4.07. 
3.1B Reduce by 20% the percentage of coal dust and silica dust Coal dust baseline: FY 1998: 3,773 coal dust samples taken by MSHA 
samples that are out of compliance, for coal mines and metal and —_|_ inspectors; 489 not in compliance. 
nonmetal high-risk mining occupations, respectively. Silica aust baseline: 1995-1997 baseline data given GPRA index of 100 - 
based on weighted number of citable samples out of samples taken for the 35 
high-risk occupations. 
3.1C Reduce three of the most significant types of workplace injuries Silica: 3.6 average silica exposure severity FY 1996. 
and causes of illnesses (silica exposure; lead exposure; and Lead: 3.0 average lead exposure severity FY 1995. 
amputations) by 15%. ( These injuries and causes cf illnesses are | Amputations: 1.45 per 10,000 employees for CY 1993-1995. 
FY 2002 targets and will be replaced in FY 2003.) (Baselines for new hazards will be selected when new injuries and illnesses 
are selected). 
3.1D Reduce injuries and illnesses by 15% in five industries Shipyard: 13.4 average lost workday injury and illness rate per 100 full-time 
characterized by high-hazard workplaces (shipyards, food workers for CY 1993-1995. 
processing, nursing homes, construction and logging). ( These Food processing: 8.9 average lost workday injury and illness rate per 100 full- 
industries are FY 2002 targets and will be replaced in FY 2003). time workers for CY 1993-1995. 
Nursing homes: 8.7 average lost workday injury and illness rate per 100 full- 
t'me workers for CY 1993-1995. 
Logging: 7.2 average lost workday injury and illness rate per 100 full-time 
workers for CY 1993-1995. 
Construction: 5.2 average lost workday injury rate per | 00 full-time workers 
for CY 1993-1995. 
(Baselines for new industries will be selected when new industries are 
selected). 
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Goal Desired Performance Level by FY 2004 Baseline 
3.1E Reduce injuries and illnesses by 20% in at least 100,000 Will vary depending on when the intervention occurs, tracking began with FY 
workplaces where OSHA initiates an intervention. (This goal will | 1995 interventions. 
be completed in FY 2002). 
3.1F Decrease fatalities in the construction industry by 15%, by Rate of fatal occupational injuries: 14.5 per 100,000 workers for CY 1993- 
focusing on the four leading causes of fatalities (falls, struck-by, 1995. 
crushed-by, and electrocutions and electrical injuries). 
3.1G Reduce work-related ergonomic injuries and illnesses by 15% in Baseline is 1997 
general industry. 
3.1H Reduce injuries and illnesses by 15% at work sites engaged in Will vary depending on when the cooperative relationship begins. 
voluntary, cooperative relationships with OSHA. 
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for those state administered plans that have been fully approved by ETA and 
procedures for ensuring nondiscrimination in 4 national programs. Notify states and 
national programs of compliance or actions required to be in compliance with all civil 
rights laws and regulations. 


3.2A Increase by 30% the number of federal contractors brought into compliance with the FY 1999 actual: 2,648. 
EEO provisions of federal contracts via compliance evaluation procedures. 

3.2B To increase compliance with the EEO requirements among federal contractors, Baseline to be established in FY 2001. 
measure the effectiveness of OFCCP’s education, technical assistance, and outreach 
efforts. 

3.2C Narrow the wage gap for protected groups within the federal contractor reporting Baseline to be established in FY 2001. 
community. 

3.2D Review methods of administration submitted under Workforce Investment Act (WIA) | Baseline not applicable. 
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Goal Desired Performance Level by FY 2004 Baseline 


3.3A By 2004, the number of states with registered child care apprenticeship programs will | At the end of FY 1997, 19 states had child care 
increase to 49 and the number of newly registered child care apprentices will increase 


renticeshi ’ 
cumulatively by 20% over FY 2000 baseline. app Ip programs 
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3.4A 


Reduce exploitative child labor by promoting international efforts and targeting 
focused initiatives in selected countries to include these objectives: 


= 100 countries will ratify International Labor Organization (ILO) Convention 182 


on Worst Forms of Child Labor. 


- 80 countries will establish National Action Plans. 


— 500,000 children in developing countries will be targeted for prevention and/or 
removal from exploitative work. 


- 250,000 children in developing countries will be prevented and/or removed from 


exploitative work. 


Baseline is zero. 


3.4B 


Advance workers’ protections and workplace safety in nations of the developing 
world to include these objectives: 


- 35 countries receive US financial support and commit to core labor standards. 


~ Five initiatives to effect policy changes in other nations will yield judicial, legal, 


or significant policy decisions which improve core labor standards. 


- 30 project countries commit with USA/DOL assistance make substantive 
——--—eaamatparaaa ta tcererty arrest 


Baseline is zero. 
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Desired Performance Level by FY 2004 


Baseline 


FMI Produce annual financial statements that receive clean audit FY 1998: DOL received a clean audit opinion on its annual financial 
opinions. statements. 

FY1999; DOL received a clean audit opinion on its annual financial 
statements. 
FY 2000: To be determined. 

FM2 DOL meets all new accounting standards issued by the Federal FY 1997: DOL meets all current FASAB accounting standards. 
Accounting Systems Advisory Board (FASAB) including the FY 1998: DOL meets all current FASAB accounting standards. 
Managerial Cost Accounting Standard. FY 1999: DOL meets all current FASAB accounting standards. 

IT! Increase integration of DOL IT systems and extend access to a) To be established after implementation of a common office automation 
automated services. suite of software DOL-wide, slated for completion in FY 2003. 

b) FY 2000 
c) FY 2000 
d) FY 2000 
e) FY 2000 

HRI Recruit, develop, and retain a highly competent and diverse Applicants profile data, DOL’s workforce representation rates, usage of 
workforce to support the accomplishment of the DOL mission Lifelong Learning and model workplace programs and services, data from 
through innovative recruitment strategies, convenient and Labor-Management and Central Office for Assistive Services, and 
appealing lifelong learning programs and services, and a wide Technology tracking systems. 
variety of “model workplace” initiatives to enhance morale and 
retention rates. 

HR2 Assure safe, healthful workplace for DOL employees and Job a) Total case rate goal established by Presidential Initiative for DOL agencies 


Corps students by reducing the rate of occurrence for lost time 
accidents, injuries, and illnesses and reducing the rate of lost 


production days. 


in FY 2000 is 3.60 cases per 100 employees. 

b) Percentage of timely reporting of new injuries established by Presidential 
Initiative for DOL agencies in FY 2000 is 60%. 

c) OWCP baseline data for FY 2000 is 56.2 lost production days per 100 
employees. 

d) Total case rate for Job Corps for FY 2000 as reported by SHC. 
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Desired Performance Level by FY 2004 


Complete reviews of the thirteen DOL components to verify that 


DOL components have procedures in place to meet the 
requirements of applicable civil rights laws. 


Baseline 


Baseline is zero. 
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Data Capacity 


Indicator 


Strategic Goal 1 ~A Prepared Workforce- Enhance Opportunities for America’s Workforce 


employed in the quarter 
after program exit. 

1.1B 

By PY 2002, 80% of 


Percent of adults registered under 


Performance Goal Data Source Comment 
1.1A 
By PY 2002, 70% of Percent of adults registered under Workforce Investment Act Standardized Record | PY 2000, the first full year of WIA 
individuals registered the WIA adult program who are Data (WIASRV); UI Wage Records. implementation for all states, will 
under the WIA adult employed in the quarter after constitute the baseline year for this 
program will be program exit. measure. The performance measure 


individuals registered the WIA adult program employed Data (WIASRD); UI Wage Records. implementation for all states, will 
under the WIA adult in the third quarter after program constitute the baseline year for this 
program will be exit. measure. The performance measure 
employed in the third will be derived from the agreed upon 
quarter after program levels of performance for all states. 
exit. 

1.1C 

By PY 2002, individuals 

registered under the WIA | Increased earnings for individuals Workforce Investment Act Standardized Record | PY 2000, the first full year of WIA 
adult program who are registered under the WIA adult Data (WIASRD); UI Wage Records. implementation for all states, will 
employed in the third program and employed in the third constitute the baseline year for this 
quarter after program exit | quarter after program exit. measure. The performance measure 
will have increased will be derived from the agreed upon 
earnings of $3,423. levels of performance for all states. 


Workforce Investment Act Standardized Record 


will be derived from the agreed upon 
levels of performance for all states. 


FY 2000, the first full year of WIA 
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Performance Goal Indicator Comment 
1.1D 
By 2004, 69% of those Percent of participants placed in WtW Quarterly Financial Status Report. The baseline for this performance 
Welfare-to-Work (WtW) | unsubsidized employment measure will be FY 2000. 
participants placed in remaining in the workforce for six 
unsubsidized employment | months (two consecutive quarters 
will remain in the following placement). 
workforce for two 
consecutive quarters 
following the placement 
quarter. 
LIE The baseline for this performance 
By 2004, those Welfare- | Average earnings increase for WtW | WtW Quarterly Financial Status Report. meas"re will be FY 2000. 
to- Work (WtW) participants in the second 
participants placed in consecutive quarter following 
unsubsidized employment | placement in unsubsidized 
will have an average employment. 
earnings increase of 9% 
by the second consecutive 
quarter following the 
placement quarter. 
1.1F Based on PY 2000 (7/1/00 - 6/30/01) 
By PY 2002, 65% of job | Percent of registered job seekers | State reports and UI wage records. reporting against this new measure, 
seekers registered by the | served by the Wagner-Peyser it will be possible to establish a 
Wagner-Peyser Act program that have unsubsidized baseline which will be used to 
program will have jobs six months after initial entry negotiate individual state goals in 
unsubsidized jobs six into employment. advance of PY 2001 (7/1/01 - 
months after initial entry 6/30/02), and a roll up to national 
into employment. performance goals for the Annual 

Plan in September, 2001. 
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Data Source 


service, including both 
those listed with State 
Employment Security 
Agencies (SESAs) and 
those listed directly with 
America’s Job Bank, 
(AJB) via the Internet, 
over the PY 1999 
baseline. 


1.1H 

By 2004,increase by 10% 
the number of newly 
registered civilian 
apprentices over the 1999 
baseline. 


1.11 

By 2004, increase by 
15% the number of newly 
registered female civilian 
apprentices over the 1999 
baseline. 


Agencies (SESAs) and those listed 
directly with America’s Job Bank. 


Percent increase in newly registered 
apprentices over the FY 1999 
baseline. 


Percent increase in newly registered 
female civilian apprentices over the 
FY 1999 baseline. 


Performance Goal Indicator Comment 
1.1G 
By PY 2002, increase by | The total number of job openings State reports. 
1%, the total number of listed with the public employment 
job openings listed with service, including both those listed 
the public employment with State Employment Security 


Apprenticeship Information Management System 


(AIMS). 


Apprenticeship Information Management System 


(AIMS) 
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Indicator 


Performance Goal Comment 
Lid Number of people with disabilities | WIA data from state and/or local areas receiving | The WIG program is directed to 
By 2002, increase by 5% | registered under Title ° and Work Incentive Grants. systemic change for people with 
the number of people Wagner-Peyser programs in Work disabilities obtaining services under 


with disabilities 
registered in the 
workforce area(s) that 
receive Work Incentive 
Grants for FY 2001. 


Incentive Grant workforce areas. 


the WIA. Therefore, the strategic 
goals are established based upon the 
extent to which the One-Stop 
delivery system in the workforce 
areas which receive grants increase 
the percent of people with 
disabilities served and these 
individuals feel satisfied with the 
services received. 


1.1K 

By 2002, more than 60% 
of customers with 
disabilities registered in 
workforce area(s) that 
receive Work Incentive 
Grants for FY 2001 will 
indicate they were very 


Number of people with disabilities 
registered under Title | and 
Wagner-Peyser programs who 
complete customer satisfaction 
surveys in Work Incentive Grant 
workforce areas. 


Customer satisfaction survey to be conducted in 
state and/or local areas receiving Work Incentive 
Grants. 


The WIG program is directed to 
systemic change for people with 
disabilities obtaining services under 
the WIA. Therefore, the strategic 
goals are established based upon the 
extent to which the One-Stop 
delivery system in the workforce 
areas which receive grants increase 


satisfied with services the percent of people with 

received through the One- disabilities served and these 

Stop system. individuals feel satisfied with the 
services received. 

1.1L Participant customer satisfaction. WIA state reports. The indicator is an index of 


By PY 2002, 70% of 
participants wiill be 


participant customer satisfaction 
based upon three questions that will 


//} 


satisfied with services be asked of a sample of WIA 
received from workforce program exiters. The index is based 
investment activities. upon the American Customer 
Satisfaction Index. 
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investment activities. 


Performance Goal Indicator Data Source Comment 
11M Employer customer satisfaction. WIA state reports. The indicator is an index of 
By PY 2002, 68% of employer customer satisfaction 
employers will be based upon three questions that will 
satisfied with services be asked of a sample of employers 
received from workforce using WIA exiters. The index is 


based upon the American Customer 
Satisfaction Index 


1.1N 

By 2005, at least 30% of 
those veterans and other 
eligible persons 
registering for public 
labor exchange services 
will enter employment 
each year through staff 
assisted services provided 
either by VETS funded 
staff or by the W agner- 
Peyser funded systems. 


1.10 

At least 54% of those 
veterans and other 
eligible persons enrolled 
in Homeless Veteran 
Reintegration Project 
(HVRP) grants enter 
employment. 


Percent of veterans and other 
eligible persons served by DVOP 


and LVER specialists and Wagner- 


Peyser funded systems who enter 
employment. 


Percent of homeless veterans 
served by HVRP grantees who 
enter employment. 


Reports submitted by State Employment Security 


Agencies. 


Reports submitted by HVRP grantees. 


This goal will be discussed with 
stakeholders during the year, to 
consider adjustments to the 
minimum standard for future years. 


This goal will be discussed with 
stakeholders during the year, to 
consider adjustments to the 
minimum standard tor future years. 
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Performance Goal Indicator Data Source Comment 


1.1P 

By FY 2003, prepare Number of women who were Random sample survey customer comment cards, | On an ongoing basis, the WB will 
32,500 women for the provided information and education | WB regional reports and conference evaluation assess the strategies on achieving 
labor force by providing | which resulted in employment, forms, regional office tracking system. this goal and will modify its 

them with tools and upward mobility, wage increase, approach as may become necessary. 


education on equal pay, economic parity or relevant 
occupational segregation, | assistance 

pension benefits, 
dependent care, 
nontraditional 
occupations, safe and 
healthy workplaces, 
rights in the workplace. 
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Performance Goal 


Indicator 


Data Source 


Comment 


— 


1.2A 
By PY 2002, 53% of the 
14-18 year-old youth 


Percent of exiters that are in 


employment, post-secondary 


Workforce Investment Act Standardized 
Record Data (WIASRD); Ul Wage 


PY 2000, the first full year of WIA 
implementation for all states, will constitute 


registered under the WIA | education, advanced training, ; Records. the baseline year for this measure. The 
youth program will be in | @PPrenticeships, or in the military six performance measure will be derived from 
employment, post- months after initial placement. the agreed upon levels of performance for all 
secondary education, states. 

advanced training, 

apprenticeships, or in the 

military in the third 

quarter after program 

exit. 

1.2B 

By PY 2002, 77% of the | Percent of youth aged 19-21 Workforce Investment Act Standardized | PY 2000, the first full year of WIA 

19-21 year-old youth employed six months after initial Record Data (WIASRD), UI Wage implementation for all states, will constitute 
registered under the WIA | placement. Records. the baseline year for this measure. The 
youth program will be performance measure will be derived from 
employed in the third the agreed upon levels of performance for all 
quarter after program states. 

exit. 

1.2C Baseline is PY 1999 data. 

By PY 2004, 85% of Job | Percent of Job Corps graduates Job Corps Data Center. 

Corps graduates will get | with jobs or enrolled in education. 

jobs or be enrolled in 

education. 
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Performance Goal Indicator Data Source Comment 
1.2D 
By PY 2004, Job Corps Average hourly wages for Job Corps Data Center. Job Corps has introduced the Graduate 
graduates with jobs will employed Job Corps graduates. definition, effective 7/99. 
be employed at average 
hourly wages of $8.50. 
1.2E 
By PY 2004, 70% of Job | Percent of terminees connected toa | Job Corps Data Center. New data elements reflecting six-month 
Corps graduates will job, advanced educational program, retention collected beginning 7/1/99, the 
continue to be connected | or the military six months after beginning of PY 2000. PY 2000 will be the 
to a job, advanced initial placement. baseline. 
educational program, or 
the military, six months 
after they obtain their 
first placement. 
1.2F Youth Opportunity Grant Grantee reports. 
By PY 2002, 53% of 14- participants placed in employment, 
18 year old Youth the military, advanced training, 
Opportunity Grant post-secondary education, or 
participants placed in apprenticeships retained at six 
employment, the military, | months. 
advanced training, post- 
secondary education, or 
apprenticeships will be 
retained at six months. 
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schools to improve 
opportunities for at-risk 


Performance Goal Indicator Data Source Comment 
1.2G Number of partnerships created. Project reports and documentation from This is a competitively-awarded system- 
By 2004, in 40 local grantees. building initiative. Currently administered 
communities, Youth by the Departments of Justice, Education, 
Councils will build local and HHS, DOL will join this multi-agency 
Safe Schools/Healthy initiative. The purpose is to promote healthy 
Students partnerships childhood development and to prevent 
with business, community school violence and alcohol and drug abuse 
organizations, and through a community-wide approach. 


youth, particularly out-of- 

school youth. 

1.2H Percentage of program graduates Youthful Offender Program Management | Youthful offenders are a particularly 

By 2004, 67% of who obtain placement in Information System. difficult population to serve. Also, most 
Responsible employment or enrollment in high employers do not readily hire individuals 
Reintegration for Young | school or post-secondary education with criminal records. The President's 
Offenders program or training. White House Council on Youth Violence is 
graduates will get jobs, developing a performance measure to be 
re-enroll in high school, used by all departments participating in the 
or be enrolled in post- grant initiative. 

secondary education or 

training. 


Strategic Plan FY 1999 - FY 2004 
United States Department of Labor 


/'7 


Page B-9 
September 2000 


Improve the accuracy, 
efficiency, and relevancy 
of economic measures. 


(1) The Nort! American Industry 
Classification System (NAICS) will 
be used in the Producer Price Index 
and Employment Cost Index; (2) 
Release of Job Openings and Labor 
Turnover Survey (JOLTS); (3) 
Updated housing sample in the 
published Consumer Price Index 
(CPI) market basket (CPI-R); (4) 
Increase the sample size of the 
Consumer Expenditure Survey by 
50 percent; (5) Increase the sample 
size of the Employment Cost Index 
(ECI) by 7,000 establishments; (6) 
Product samples will be updated 
more frequently for rapidly 
changing industries in the Producer 
Price Index (PPI); (7) A 
subscription system and an 
enhanced data research capability 
are implemented for LABSTAT, 
the BLS public access Web site 
and time series database. 


Performance Goal Indicator Data Source Comment 
1.3A 
Pvedase and discs Percentage of Principal Federal BLS Office of Publications schedule, 
timely, accurate, an Economic Indicators released on press releases. 
relevant economic time; Principal Federal Economic 
information. Indicators meet quality standards. Baseline: FY 1997 
1.3B 


(1) BLS Universe Database; (2) Job 
Openings and Labor Turnover Survey 
press release; (3) CPI press release, (4) 
Consumer Expenditure Survey sample 
report; (5S) ECI press release; (6) PPI 
press release; (7) BLS Web site. 


Baseline: FY 1997 (4) 
FY 1999 (5) 


Since |, 2, 3, 6, and 7 are new activities, 
there are no baseline measures. 
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with labor standards 
laws and regulations 
including young 
workers in nationally 
targeted industries. 


by Northern American Industry 
Classification (NAIC) Code; changes 
in results of compliance surveys in 
targeted industries. 


Reporting Database (WHISARD); results 
of compliance surveys. 


Baseline: varied. 


Performance Goal Indicator Data Source Comment 
2.1A 
Increase compliance Trends in compliance/violation rates Wage Hour Investigator Support and Because there is no unbiased industry-wide 


database on labor standards violations or 
compliance, Wage and Hour faces a 
challenge in determining industry-wide 
levels of compliance, measuring changes in 
compliance and attributing causality for any 
changes. To determine the impact of Wage 
and Hour efforts, a statistically sound 
method for establishing baselines and 
measuring compliance was developed using 
investigation-based compliance surveys of 
targeted industries and areas. 


Based on results, specific industries and/or 
industry sectors will be resurveyed every 2 
to 3 years. 
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Performance Goal Indicator Data Source Comment 
2.1B 
Increase child labor Trends in compliance rates in those Wage Hour Investigator Support and Because there is no unbiased industry-wide 
compliance by __ selected industries (N AIC code) Reporting Database (WHISARD); results | database on labor standards violations or 
percentage points over | where data indicate risk of serious of compliance surveys; industry data compliance, Wage and Hour faces a 
established baselines in | injury to voung workers is greatest. indicating serious injuries of young challenge in determining industry-wide 
those selected workers. levels of compliance, measuring changes in 
industries where data SuesiGn sunemem insamentions to bn compliance and attributing causality for any 
indicate that the risk of | “P&C! '< Progr: changes. To determine the impact of Wage 
ae completed during FY 2001 will be Baselines for the restaurant and grocery a 
serious injury of young ; and Hour efforts, a statistically sound 
eaten i | determined based on assessment of industries will be established by the end method for establishing baselines and 
en the results of the FY 2000 compliance | of FY 2000. 
ourvey. measuring compliance was developed using 
investigation-based compliance surveys of 
targeted industries and areas. 
Targeted percentage of program 
enGOVERER Wal Ue est CeRowing Based on results, specific industries and/or 
Gaensement €F tho eesums of Ge Fy industry sectors will be resurveyed every 2 
2000 survey. Accomplishment of = > om y Y 
targeted improvement will be — 
measured by the FY 2002 compliance 
survey. 
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risk of serious injury to 
young workers is 


completed during FY 2001 will be 
determined based on assessment of 


Baselines for the restaurant and grocery 


industries will be established in FY 2000 


Performance Goal Indicator Data Source Comment 
2.1C 
Achieve child labor Trends in compliance rates in those Wage Hour Investigator Support and Because there is no unbiased industry-wide 
compliance by _% of | selected industries (NAIC code) Reporting Database (WHISARD); results | database on labor standards violations or 
the employers where data indicate risk of serious of compliance surveys; industry data compliance, Wage and Hour faces a 
previously investigated | injury to young workers is greatest. indicating serious injuries of young challenge in determining industry-wide 
in those selected workers. levels of compliance, measuring changes in 
industries where the , , : compliance and attributing causality for any 
data indicate that the Specie program (interventions to Se changes. To determine the impact of Wage 


and Hour efforts, a statistically sound 
method for establishing baselines and 


greatest. the results of the FY 2000 compliance measuring compliance was developed using 
Survey. investigation-based compliance surveys of 
targeted industries and areas. 

Targeted percentage of program Based on results, specific industries and/or 
improvement will be set following industry sectors will be resurveyed every 2 
assessment of the results of the FY to 3 years. 
2000 survey. Accomplishment of 
targeted improvement will be 
measured by the FY 2002 compliance 
survey. 
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Performance Goal Indicator Data Source Comment 

2.1D 

Increase compliance by | Trends in compliance/violation rates Wage Hour Investigator Support and This goal is to increase the level of 

15 percentage points by industry (NAIC code); changes in | Reporting Database (WHISARD), results | compliance as a result of a Wage and Hour 

(10-15 percentage results in compliance surveys in of compliance surveys. enforcement intervention. Data on entities 

points based on years | targeted industries. Baseline: varied. covered in an investigation-based 

surveys are conducted) compliance survey that have previously been 

among employers investigated by Wage and Hour, will be 

which were previous analyzed to compare those entities’ 

violators, and the compliance to the rest of the survey universe 

subject of repeat and to the entities prior compliance history 

investigations in Data on the outcomes or repeat 

nationally targeted investigations will also be used to evaluate 

industries. the relative effectiveness, or return on 
investment, of the various types of 
interventions. 
Based on results, specific industries and/or 
industry sectors will be resurveyed every 2 
to 3 years. 

2.1E 

Achieve 90% timely Percentage of financial reports filed Labor Organization Reporting System. The indicators reflect union compliance with 

union reporting timely for public disclosure laws established to ensure democratic 

compliance by unions availability. Baseline: Timely filing of annual practices and financial integrity in unions in 

with annual receipts financial reports required of unions with | the American workforce. 

greater than $200,000 annual receipts over $200,000: 79% in 

that timely file union FY 1997. 

annual financial reports 

for public disclosure 

access. 
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Performance Goal 


Indicator 


Data Source 


Comment 


2.1F 


Increase by 2.5% per 
year the number of 
closed fiduciary 
investigations of 
employee pension plans 
where assets are 


mismanagement and risk 


mismanagement and risk 
of future loss is reduced. 


Number of closed fiduciary 
investigations of employees pension 
plans where assets are restored, 
prohibited transactions are corrected, 
participant benefits are recovered, or 
plan assets are protected. 


Number of closed fiduciary 
investigations of health and welfare 
plan employee pension plan where 
prohibited transaction are corrected, 
participant benefits are recovered, or 
plan assets are protected. 


Enforcement Management Systems. 


Enforcement Management Systems. 


The protection of plan assets is the primary 
investigative purpose. When plan assets have 
been potentially endangered by an imprudent 
act on the part of a plan fiduciary or have 
otherwise been misused, DOL seeks to have 
plan made whole through the restoration of 
assets. 


The protection of plan assets is the primary 
investigative purpose. When plan assets have 
been potentially endangered by an imprudent 
act on the part of a plan fiduciary or have 
otherwise been misused, DOL seeks to have 
the transaction corrected to minimize potential 
loss. 


Strategic Plan FY 1999 - FY 2004 
United States Department of Labor 


lA 


Page B-15 
September 2000 


Performance Goal Indicator Data Source Comment 
2.2A 1. Benefit adjudication speed: 
Provide fair benefit 78% of Separation Issues will be made | Benefit adjudication quality: ETA The ETA 9050 report is not yet validated but 
determinations and within 21 days of detection (31 States | 9056. the Department plans to validate it as part of 
timely benefit meet minimum criterion). Payment timeliness: ETA 9050. the Ul Data Validation system. That system 
payments to 76% of Nonseparation Issues will be will also validate the universe from which 
unemployed workers. made within 14 days of detection (29 the samples are based. Some of the data on 
By 2004: States meet minimum criterion). the ETA 9056 report are validated in the 


1. Increase to 42 the 
number of States 
meeting the minimum 
performance standard 
for quality in handling 
eligibility 
determinations with 
issues that must be 
adjudicated. 


2. Increase to 48 the 
number of States 
meeting or exceeding 
the minimum 
performance criterion 
that 90% of all first 
payments will be made 
within 14/21 days. 


2. Benefit adjudication quality: 

75% of all nonmonetary adjudications 
score > 80 points using standard 
review instrument (31 States meet 
minimum criterion). 

3. Payment timeliness: 

92% of intrastate 1" Payments will be 
made within 14/21 days (50 States 
meet minimum criterion). 

81% of interstate 1" Payments will be 
made within 14/21 days (50 States 
meet minimum criterion). 

4. Appeal decision timeliness: 

71% Lower Authority Appeals decided 
within 30 ¢ays (51 States meet 
minimum criterion). 

65% Higher Authority Appeals 
decided within 45 days (48 States meet 
minimum criterion). 

5. Appeal decision quality: 

93% of cases scored > 85% of 
potential points using standard review 
instrument (49 States meet minimum). 


course of the quarterly quality review 
process. 
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Performance Goal 


indicator 


Data Source 


Comment 


2.2B 


Increase by 10% 
benefit recoveries 
achieved through the 
assistance of Pension 
Benefit Advisors. 


2.2C 


Increase by 5% the 
number of workers 
who are covered by a 
pension plan sponsored 
by their employer, 
particularly women, 
minority and workers 
in small business. 


The dollar value of benefit recoveries 
achieved through the assistance of 
technical assistance staff. 


The number of active workers within 
the categories that report participation 
in a proper pension plan sponsored by 
their current employer. 


The technical assistance & inquiries 
system (TAIS) 


Income supplement of the current 
population survey U.S. Bureau of the 
Census. 


The expansion of coverage within the 
private employer-sponsored pension system 
is one of the primary results toward which 
PWBA’s programs and policy initiatives are 
directed. Providing access to populations 
that have historically shown a lower 
coverage rate is a high priority within this 
large goal. Coverage rates for specific 
populations can be tracked through specific 
sets of questions periodically included in 
surveys conducted by the Census Bureau. 
The Bureau provides statistically reliable 
data on pension coverage rates. 


2.2D 


Return Federal 
employees to work 
following an injury as 
early as appropriate 
indicated by an 8% 
reduction from the 

FY 2000 baseline in 
the average number of 
production days lost 
due to disability. 


Average number of days lost due to 
disability for all cases. 


Federal Employees Compensation Act 
(FECA) data systems. 

Baseline: Interim baseline for Quality 
Case Management (QCM) cases only is 
the FY 1997 actual — 189 workdays. The 
baseline for all cases will be established 
in FY 2000. 


In FY 2000, DOL established a new baseline 
covering all federal employee injuries. Data 
for this much larger cohort requires that 
federal agencies capture and report 
“Continuation of Pay” data. The 
Presidential Initiative, “Federal Worker 
2000,” sets a goal for agencies to reduce 
disability days, and will give impetus to data 
collection. 
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2.2E 


Produce $165 million The fiscal year amount of total 

in cumulative first-year | periodic payment (compensation 
savings in the FECA benefit) reductions in PRM universe 
Program through cases. 

Periodic Roll 

Management (PRM). 


Automated Compensation Payment 
System. Periodic Roll Management 
System. 


Baseline: For all cases with benefit 
actions in the measurement year, the 
periodic payment amount paid at time of 
their entry into the PRM universe, 
compared to the periodic payment 
amount after benefit reduction. 


The methodology for measuring savings 
from ~ompensation benefit adjustments 
and terminations was revised to coincide 
with PRM’s integration into permanent 


operations. 


PRM savings for performance reporting 
were previously derived by comparing 
total FECA program benefit reductions in 
all cases, including PRM cases, in the 
measurement year, to total reductions 
produced in the baseline year but not 

ing PRM fuctions. 


Periodic Roll Management has proven 
highly successful in identifying potential for 
return to work and resolving cases leading to 
greater savings in benefit compensation (an 
additional $317 million between 1992 and 
1998). In FY 1999, Congress appropriated 
resources to fully staff all offices and 
integrate PRM into FECA program 
operations. This is accelerating savings in 
Federal workers’ compensation costs, and 
increasing the potential for returning 
workers to employment after recovery from 
an injury. 


Note: Decisions on cases under PRM review 
often result in adjustment or termination of 
benefits. On a case-by-case basis, and 
beginning with the first payment cycle after 
the benefit action, savings are scored for the 
remainder of the measurement (fiscal) year, 
producing the “first-year” savings for the 
case. First-year savings for all cases acted 
on in the measurement year are then 
combined producing the total savings for the 
year. The cumulative sum of measurement 
year savings is matched against the goal as 
stated for each measurement year. 
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2.2F 


In the FECA Program, 
reduce the overall 
average medical service 
cost per case by 2% 
(adjusted for inflation). 


2.2G 


Each area of the 
country will be 


For Fee Schedules, Correct Coding 
Initiative, and Focus Reviews, savings 
are calculated by comparing amounts 
paid to amounts billed for drugs, 
hospital, and physician services in 
each performance year (e.g., paid 
versus billed in FY 2001.) 


Average case costs for all cases 
receiving medical services after 
adjustment for inflation. 


Average se costs for services paid 
for selected medical conditions 
adjusted for inflation and changes in 


Survey Planning Data Base 
maintained by Construction Resource 
Analysis (CRA) measures the length 
of time since the last survey in every 
county. 


Source: FECA Medical Bill Pay System. 


Fee Schedule and Correct Cod ag 
Initiative Baselines: Amounts charged 
for medical services in each fiscal year 
that performance will be mcasured 


Overall Average Medical Cost Baseline 
Average cost per case for all cases 
receiving medical services in FY 2000. 


Focus Review Baseline: Average annual 
cost per case in FY 2000 for each 
medical condition selected for review. 


Survey Planning Data Base 
The baseline will be determined and the 
goal achieved in FY 2002. 


The FECA program uses Fee Schedules to 
set payment levels for standard categories of 
billed medical services. A special automated 
bill review, the Corrective Coding Initiative 
(CCI) identifies medical providers’ duplicate 
and abusive billing practices, and facilitates 
evaluation and resolution of questionable 
bills before payment ts authorized. Focus 
reviews identify proper treatment or 
payments for selected medical conditions. 


These mechanisms, along with procedural 
changes and other quality controls, will 
result in overall reduction of program 
medical costs. 


Although some incremental improvements 
may be realized, and conceptual changes 
validated, almost all of the improvement will 
be accomplished at the end of the proccss 
when either a re-engineered system is fully 
implemented or a BLS approach is adopted. 
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2.2H 


Reduce to 3 to 4 years | Average time to issue final benefit PBGC’s Participant Record Information 
the average time frame | notifications to participants in trusteed | Management System (PRISM). 

to send final, accurate | pension plans. Baseline: FY 1997: 7-8 years. 

benefit determinations 
to participants in 
defined benefit pension 
plans taken over by 
PBGC. 


Performance Goal Indicator Data Source Comment 

2.3A 
By PY 2002, 75% of the | Percentage of individuals registered | Workforce Investment Act Standardized | PY 2000, the first full year of WIA 
individuals registered under the WIA dislocated worker Record Data (WIASRD); UI Wage unplementation for all states, will constitute 
under the WIA program who are employed in the Records. the baseline year for this measure. The 
dislocated worker quarter after exit. performance measure will be derived from 
program will be the agreed upon levels of performance for all 
employed in the quarter states. 
after exit. 
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Performance Goal Indicator Data Source Comment 
2.3B 
By PY 2002, 85% of the | Percentage of individuals registered | Workforce Investment Act Standardized | PY 2000, the first full year of WIA 
individuals registered under the WIA dislocated worker Kecord Data (WIASRD); UI Wage implementation for all states, will constitute 
under the WIA program who are employed in the Records. the baseline year for this measure. The 
dislocated worker third quarter after program exit. performance measure will be derived from 
program will be the agreed upon levels of performance for all 
employed in the third States. 
quarter after program 
exit. 
2.3C 
PY 2000, the first full year of WIA 
By PY 2002, the Percentage, on average, of pre- Workforce Investment Act Standardized | implementation for all states, will constitute 
individuals registered dislocation earnings earned by Record Data (WIASRD); UI Wage the baseline year for this measure. The 
under the WIA individens registered under the WIA | Records. performance measure will be derived from 
dislocated worker Catecated _ orker —— whe are the agreed upon levels of performance for all 
program who are employed in the third quarter after ou 
employed in the third program exit. 
quarter after program 
exit will have 92% of 
their pre-dislocation 
earnings. 
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Performance Goal Indicator Data Source Comment 


2.3D 
By 2002, 75% of Percent of workers dislocated as a TAPR (Trade Adjustment Performance Beginning in FY 2001, the performance 
workers dislocated in result of trade who are employed Report). measures will be revised to conform to WIA. 


important part because _| upon termination of their trade 
of trade and who receive | adjustment assistance benefits. 
trade adjustment 
assistance benefits will 
be employed in the 
quarter after program 
exit. 

2.3E 

By 2002, 85% of Workers dislocated as a result of 
workers dislocated in trade who are employed in the third 
important part because | quarter after program exit. 

of trade and who receive 
trade adjustment 
assistance benefits will 
be employed in the third 
quarter after program 
exit. 

2.3F 

By 2002, workers The percentage of pre-dislocation 
dislocated in important _| earnings for those employed in the 
part because of trade and | third quarter after program exit for 
who receive trade workers dislocated as a result of 
adjustment assistance trade. 

benefits, who are 
employed in the third 
quarter after program 
exit, will earn 92% of 
their pre-dislocation 
earnings. 
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Performance Goal Indicato: Data Source Comment 
2.3G 
By PY 2002, the wages | Percentage, on average, of pre- Grantee records. This program provides incumbent workers 
of the incumbent program wages earned by individuals new skills to allow job retention and wage 
workers receiving regisu: ed under the incumbent advancement and to improve employers’ 
training under the worker program in the first quarter competitiveness. 
incumbent worker after program exit. 
initiative will be 5% 
higher than their pre- 
program wages, when _ 
measured in the first 
quarter after program 
exit. 
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Performance Goal Indicator Data Source Comment 
3.1A 
Reduce the number of | Number of mine fatalities and non- Mine Accident, Injury, Illness, MSHA has a significant database and 


mine fatalities and non- 
fatal injury rate to 
below the average 
number recorded for 
the previous 5 years. 


3.1B 


Reduce by 20% the 
percentage of coal dust 
and silica dust samples 
that are out of 
compliance, for coal 
mines and metal and 
nonmetal high-risk 
mining occupations, 
respectively. 


fatal injuries reduced to below 
average number recorded for previous 
5 years. 


Percentage of samples out of 
compliance with the respirable Coal 
Mine dust standard and reduce the 
percentage of samples taken among 
the highest risk occupations, that are 
out of compliance with Metal and 
Nonmetal Mine dust standard data. 


Employment, and Coal Production 
System (30 Code of Federal Regulations 
Part 50 System). 


Baseline: 5 year average. 


Coal Safety and Health Management 
Information System and Metal and 
Nonmetal Safety and Health Management 
Information System. 


Coal dust baseline: 3,773 FY 1998 coal 
dust inspector samples, with 489 not in 
compliance. 


Silica dust baseline: 12,855 1995-1997 
silica dust samples for the 35 highest risk 
occupations with 2,769 not in 
compliance. Current year comparisons 
based on an equitable subset of total 
baseline samples. 


collection system. MSHA relies on mine 
operators and contractors to comply with 
legal requirements to accurately and timely 
report injuries and accidents. The degree of 
compliance may be influenced by the number 
of audits conducted by MSHA inspectors. 
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Performance Goal Indicator Data Source Comment 
3.1C 
Reduce three of the Injuries and causes of iilnesses listed in table 
most significant types are FY 2002 targets to be replaced in FY 
of workplace injuries 2003. 
and causes of illnesses 
by 15%. (Listed 
Below). 
— —- ) —_—_—— = reticent eee tice tt eT ee ee —— ee oe ee ee ee ee ee ee ee ee ee eee callie i ~ 
3.1C Percent change in average silica OSHA Integrated Management OSHA will measure average silica exposure 
(Silica Exposure) exposure severity. Information System (IMIS). in establishments where OSHA had silica- 
related intervention. 
Baseline: 3.6 average silica exposure 
severity *Y 1996. 
3.1C Percent change in average lead OSHA Integrated Management OSHA will measure average lead exposure 
(Lead Exposure) exposure severity. Information System (IMIS). in establishments where OSHA had lead- 
related interventions. 
Baseline: 3.0 average lead exposure 
severity FY 1995. 
Se ee me 
3.1C Percent change in rate of amputations. | Bureau of Labor Statistics Annual Survey | A three-year moving average is used to 
(Amputations) of Occupational Injury and Illness. reduce fluctuations in order to highlight 
trends in the performance measures. 
Baseline: 1.45 per 10,000 employees for 
CY 1993-1995. 
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Performance Goal ladicator Data Source Comment 


3.1D 

Reduce injuries and 
illnesses by 15% in five 
industries characterized 
by high-hazard 
workplaces. 


Shipyard, food processing, nursing 
homes and logging: Percent change in 
lost workday injury/illness rates in 
industries per 100 full-time workers. 


Construction: Percent change in lost 
workday injury rate per 100 full-time 
workers in the construction industry. 


The number of workplaces where 
OSHA had an intervention and 
injury/illness rates have been reduced 
by 20%. 


Bureau of Labor Statistics Annual Survey 
of Occupational Injuries and Illnesses (all 
industries). 


Baseline: CY 1993-1995. 


Shipyard: 13.4 average lost workday 
injury and illness rate per 100 full-time 
workers. 
Food processing: 8.9 average lost 
workday injury and illness rate per 100 
full-time workers Nursing homes: 8.7 
average lost workday injury and illness 
rate per 100 full-time workers. 
Logging: 7.2 average lost workday 
injury and illness rate per 100 full- 
time workers. 
Construction: 5.2 average lost 
workday injury rate per 100 full-time 
workers. 


OSHA Data Initiative (ODI). 


OSHA Integrated Management 
Information System (IMIS). 

Bureau of Labor Statistics Annual Survey 
of Occupational Injuries and Illnesses . 
Baseline: Will vary depending on when 
the intervention occurs, tracking began 
with FY 1995 interventions. 


Industries listed in table are FY 2002 targets 
to be replaced in FY 2003. 


A three-year moving average is used to 
reduce fluctuations in order to highlight 
trends in the performance measures. 


This goal will be completed in FY 2002. 
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Performance Goal 


Indicator 


Data Source 


Comment 


3.1F 

Decrease fatalities in 
the construction 
industry by 15%, by 
focusing on the four 
leading causes of 
fatalities (falls, struck- 
by, crushed-by, and 
electrocutions and 
electrical injuries). 


3.1G 

Reduce work-related 
ergonomic injuries and 
illnesses by 15% in 
general industries. 


3.1H 

Reduce injuries and 
illnesses by 15% at 
work sites engaged in 
voluntary, cooperative 
relationships with 
OSHA. 


Percent change in rate of fatalities in 
the construction industry. 


Percent change in ergonomic injuries 
and illnesses in general industry. 


Percent change in injury and illness 
rates at work sites engaged in 
voluntary, cooperative relationships 


with OSHA. 


BLS Census of Fatal Occupationa! 
Injuries. 


Baseline: Rate of fatal occupational 
injuries: 14.5 per 100,000 workers for 
CY 1993-1995 


BLS Annual Survey of Injuries and 
Ilinesses. 


Baseline: Calendar Year 1997. 


Special Study. 


Baseline: Will vary depending on when 
the cooperative relationship begins. 


A three-year moving average is used to 
reduce fluctuations in order to highlight 
trends in the performance measures. 


OSHA plans to promulgate a final 
ergonomics standard in FY 2001. 
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requirements among 


technical assistance, and outreach 


Performance Goal Indicator Data Source Comment 
3.2A 
Increase by 30% the Number of Federal contractors Case Management System. This goal is to increase the level of 
number of federal brought into compliance following 4 | Baseline: FY 1999 actual: 2,648. compliance as a result of OFCCP 
contractors brought into | compliance evaluation , a compliance intervention through enforcement and 
compliance with the check, or a compliant investigation compliance assistance efforts. (Goal and 
EEO provisions of conducted by the Office of Federal methodology to be reevaluated/revised by the 
federal contracts via Contract Compliance Programs end of FY 2000.) 
compliance evaluation | (OFCCP). 
procedures. 
3.2B 
To increase compliance | Number of federal contractors brought | Case Management System, case file Based upon changes in program 
with the EEO into compliance following education, | information; weekly reports. effectiveness in FY 1998 and FY 1999, 


Baseline: To be established in FY 2001. 


federal contractors, efforts by the Office of Federal have a preventative affect upon the universe 
measure the Contract Compliance Programs of federal contractors. Therefore, OFCCP 
effectiveness of (OFCCP). will increase compliance through our 
OFCCP’s education, technical assistance, education, outreach, and 
technical assistance, voluntary compliance efforts to assist federal 
and outreach efforts. contractors in understanding the regulatory 
requirements for providing equal 
employment opportunity and affirmative 
action. (Goal and methodology to be 
reevaluated/revised by the end of FY 2900.) 
3.2C 
Narrow the wage gap Narrow the wage gap between men Baseline: To be established in FY 2001. Methodclogy to be determined by the end of 
for protected groups and women within the federal FY 2000. Probable sources will be data 
within the federal contractor community. from EO Survey, case file information, and 
contractor reporting BLS data. 
community. 


OFCCP has determined that its presence may 
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procedures for ensuring 
nondiscrimination in 4 
national programs. 
Notify states and 
national programs of 
compliance or actions 
required to be in 
compliance with all 
civil rights laws and 
regulatious. 


Performance Goal Indicator Data Source Comment 
3.2D 
Review methods of Number of MOA’s reviewed and Methods of Administration Agreement Receipt of DOL Federal financial assistance 
administration approved ail elements of the Methods | signed by the states and nationally dollars under WIA are contingent upon 
submitted under of Administration required under administered programs. compliance with the nondiscrimination 
Workforce Investment | Section 188 of the Workforce provisions in the Act. Each MOA agreement 
Act (WIA) for those Investment Act ( WIA). describes how the state and nationally 
state administered plans administered programs will assure that the 
that have been fully grant funds will be administered in 
approved by ETA and accordance with the requirements contained 


under Section 188. Noncompliance can 
result in the withdrawal of grant funds. 
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Performance Goal Indicator Data Source Comment 


3.3A 

By 2004, the number of | Number of states with apprenticeships | Apprenticeship Informstion Management 
states with registered for child care providers and the System (AIMS). 

child care percent increase in newly registered 

apprenticeship apprentices. 

programs will increase 

to 49 and the number of 


newly registered child 
care apprentices will 
increase cumulatively 


by 20% over FY 2000 

baseline. 
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Data Source 


Ba Sntatatente eine’ a’ 


Performance Goal Indicator Comment 
3.4A 
Reduce explvitative (1) 100 countries will ratify ILO reports and DOL/ILAB Reports. Achievement of performance goal depends 
child labor by International Labor Organization upon other countries agreeing to participate 
promoting intern: tional (ILO) Convention 182 on Worst in IPEC. 
efforts and targeting Forms of Child Labor. 
focused initiatives in | (2) 80 countries will establish 
selected countries. National Action Plans. 
(3) 500,000 children in developing 

countries will be targeted for 

prevention and or removal from 

exploitative work. 

(4) 250,000 children in developing 

countries will be prevented and/or 

removed from expliotative work. 
3.4B 
Advance workers’ (1) 35 countries receive US financial | ILO Reports as well as reports from other | Achievement of performance goal depends 
protections and support and commit to core labor | government and nongovernment upon other countries agreeing to establish 
workplace safety in standards. organizations. aid implement IPEC projects to be funded. 
nations of the (2) Five initiatives to effect policy 
developing world. changes in other nations will 


(3) 


yield judicial, iegal, or significant 
policy decisions which improve 
core labor standards. 

30 project countries commit with 
USA/DOL assistance make 
substantive improvements in 
social safety programs that 
protect wor\ecrs and develop labor 
markets. 
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Performance Goal Indicator Data Source Comment 

FMI 

Produce annual Percentage of the 22 financial systems | OIG audit opinion in the DOL Annual 

financial statements in the Department in compliance with | Report on Performance and 

that receive clean audit | the Acts. Accountability to be issued in March 

opinions 2001. 

FM2 

DOL meets all new Percentage of FASAB standards met. | OIG audit opinion in the DOL Annual 

accounting standards Report on Performance and 

issued by the Federal Accountability to be issued in March 

Accounting Systems 2001. 

Advisory Board 

(FASAB) including the 

Managerial Cost 

Accounting Standard 
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IT! 
a — ry a) Implement a common office a) Agency IT systems. 
sysvoms automation suite of software DOL- 
amend — wide. ms seen ere oo 
, ¢) Personnel Action Reports. 

automated services. b) Percent of DOL employee- initiated d) Items posted on LaborNet 

training requests processed _ 

electronically (target is 80%). ¢) LaborNet’s usage tracking system. 

c) Percent of DOL manager- initiated 

personnel actions processed 

electronically (target is 80%). 

d) Percent of DOL-wide distributed 

documents available through 

LaborNet (target is 100%). 

e) LaborNet usage and customer 

feedback. 
HRI 
Recruit, develop, and a) The rate of managers’ satisfaction | a) Applicant background questionnaire- 
retain a highly with the diversity and quality of the tracking system * representation rates 
competent and diverse | applicants referred for their vacancies. | from HR data base. 
workforce to support b) An annual 20% increase utilization | )) Managerial feedback obtained by 
the accomplishment of | of career assistance and continuous survey and focus groups. 
the DOL mission learning programs and services. ¢) Tracking for utilization of 
through innovative c) An annual 2% reduction in third ei ~- f the Contin 
recruitment strategies — . wooed 
aa party Uhigation vie use of ADR. Learning and Career Management Center 
appealing lifelong d) An annual 10% increase in usage and the WorkLife Center. 
learning programs and of model workplace programs and d) Tracking system for the Labor- 
services, and a wide — Management Relations Cenier. 
variety of “model ¢) Increased usage of services e) COAST’s tracking system of services 
workplace” initiatives | Provided by Central Office for and technical assistance provided. 
retention rates. 
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Performance Goal Indicator Data Source Comment 

HR 2 
Assure safe, healthful a) Percent decrease in total case rate a) OWCP Table 2 Reports and personne! 
workplace for DOL of illnesses, accidents, & injuries data from DOL's Office of Budget. 
employees and Job (target is 3%), b) OWCP time-lag reports for federal 
Conpe students by b) Percent increase in timeliness of agencies for submission of claims forms 
reducing the rate of , bo inne is $%). -« | 

= 7 reporting new injuries (target is ‘ CA-1 and CA-2 within 10 working days 
— ay ogre a ¢) Percent decrease in rate of lost or 14 calendar days. 
illnesses and reducing production days (target is 2%). ¢) OWCP Charge back system data. 
the rate of lost d) Percentage decrease in total case d) SHIMS data for Job Corps and Job 
production days rate for Job Corps students (target is Corps on-board-strength data. 

3%). 

HR3 
Complete reviews of Number of agencies reviewed that Civil Rights Center Methods of (Components to be reviewed in FY 2001 to 
the thirteen DOL have in place all requirements outlined | Administration Evaluation Instrument. FY 2004 are: WH, OFCCP, OLMS, BLS, 
components to verify under 29 CFR 1614, Secretary's ETA, OSHA, MSHA, SOL, OASAM, 
that DOL components | Order 3-96, and related statutes. OSEC (immediate office of the Secretary.) 
have procedures in 
place to meet the 
requirements of 
applicable civil rights 
laws. 
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Appendix C, 


Relationship of Budget Activities to Strategic Goals 


A Prepared Workforce 


A Secure Workforce 


Quality Workplaces 


ETA 
Training & Employment Services 


* Adult employment and training 
assistance 

Youth activities 
School-to-work opportunities 
Job Corps 

Native Americans 

Migrant and seasonal farm 
workers 

¢ Veterans workforce investment 


programs 
» National programs 


Welfare-To-Work 


* Formula grants 
* Competitive grants 
* Performance grants 


Employment Service 


Allotments to States 
Reemployment services grants 
National Activities 

One-Stop Career Centers 

Work Incentive assistance grants 


Program Administration 

* Adult employment and training 
* Youth employment and training 
¢ Apprenticeship services 

¢ Welfare to Work 

¢ Employment Security 


Executive Direction 


Community Service Employment for 
Older Americans 


¢ National programs 
¢ State programs 


ETA 
Training & Employment Services 


* Dislocated worker employment 
and training activities 


Federal Unemployment Benefits 
and Allowances 


* Trade Adjustment 
Assistance benefits 

* Trade Adjustment 
Assistance training 

* NAFTA adjustment assistance 
benefits 

¢ NAFTA adjustment assistance 
training 


Unemployment Insurance 


State Administration 
National Activities 
Wage record initiative 
Contingency 


Program Administration 

* Employment Security 

* Adult employment and training 
* Executive Direction 


Unemployment Trust Fund 


* Federal-State unemployment 
insurance 


PWBA 


* Enforcement and compliance 

* Policy, regulations, and public 
services 

¢ Program oversight 


ETA 
Program Administration 


* Apprenticeship services 

* Adult employment and training 
* National activities 

* Executive Direction 


ESA 


¢ Federal contractor EEO 
standards enforcement 
* Program direction and 


support 


OSHA 


Safety and health standards 
Federal enforcement 

State programs 

Technical support 

Federal compliance assistance 
State consultation grants 
Safety and health statistics 
Executive direction and 
administration 


MSHA 


* Enforcement 

* Assessments 

¢ Education policy and 
development 

* Technical support 

¢ Program administration 
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A Prepared Workforce A Secure Workforce Quality Workplaces 
VETS PBGC DEPARTMENTAL 
MANAGEMENT 
¢ Disabled veterans outreach *  Single-employer program 
program * Multi-employer program * Program direction and support 
* Local veterans employment * Administrative expenses * Legal services (SOL) 
services * Services related to * — International labor affairs 
* Administration terminations (ILAB) 
* National Veteran's Training * Administration and management 
Institute (OASAM) 
* Adjudication 
* Promoting enployment of 
BLS ESA people with disabilities 
* Women's Bureau (WB) 
* Labor force statistics * Enforcement of wage hour ¢ Civil rights 
* Prices and cost of living standards * Chief Financial Officer (OCFO) 
¢ Compensation and working * Federal programs for 
conditions workers’ compensation Office of Inspector General 
* Productivity and technology * Program direction and * Audit 
¢ Employment projections support * Program fraud 
* Executive direction * Labor-management * Labor racketeering 
¢ CPI revision standards ¢ Special evaluations and 
inspections of program activities 
DEPARTMENTAL DEPARTMENTAL 
MANAGEMENT MANAGEMENT 
¢ Program direction and support * Program direction and support 
*  Legai services (SOL) * Legal services (SOL) 
* Administration and management | * Administration and management 
(OASAM) (OASAM) 
* Adjudication * Adjudication 
¢ Promoting employment of * Promoting employment of 
people with disabilities people with disabilities 


Women's Bureau (WB) 
Chief Financial Officer (OCFO) 


Office of Inspector General 


Audit 

Program fraud 

Labor racketeering 

Special evaluations and 
inspections of program activities 


Women's Bureau (WB) 
Chief Financial Officer (OCFO) 


Office of Inspector General 


Audit 

Program fraud 

Labor racketeering 

Special evaluations and 
inspections of program activities 
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Appendix D. 
Cross-Walk of Congressional Committees 
to Strategic Goals 


| Goal; Goal 2: 
A Prepared | A Secure 


Senate Government Affairs Committee 


House Government Reform and 
Oversight Committee 


Senate Labor and Human Resources 
Committee 


House Education and Workforce 
Committee 


House Appropriations Subcommittee for 
Labor, Health and Human Services 


Senate Appropriations Subcommittee for 
Labor, Health and Human Services 


House Budget Committee 


Senate Budget Committee 


Joint Economic Committee 


NTN TN7T NT NT NT ONT NTS 
NTN TNRT NE NRE NE ONES 
NTN ENT NT NE ONE ONY ONS 


Senate Indian Affairs Committee 


House Ways and Means ( ommittee 


Senate Finance Commiitee 


House Veteran's Affairs Committee 


Senate Veteran's Affairs Committee 


NEN PRIENRIERIENRERINRSE NRE NRE NRE NRE ONES 


NEN PNRENRISN 


House Small Business Committee 


House Xesources Committee 


Senate Small Business Committee 
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Senate Environment and Public Works 
Committee 
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Appendix E. 
List of Acronyms 


AARP 
AICPA 
AIMS 
AJB 
ALMIS 
AOA 
APEC 
AQS 
ASP 
ATB 
BLS 
CE 
CET 
CFR 
CMS 
COBRA 
CPA 
CPI 
CPIB 
CPI-I 
CPI-R 
CRC 
CTIS 
CTS 
DOD 
DOI! 
DOJ 
DOL 
DOLARS 
DOL-NCFLL 
DOT 
DVOP 
EB 

ECI 
ED 
EEO 
EEOC 
EFT 
ELAWS 
EMS 
EPIC 
ERISA 


American Association of Retired Persons 
American Institute of Certified Public Accountants 
Bureau of Apprenticeship’s Information Management System 
America’s Job Bank 

America’s Labor Market Information System 
Agency on Aging 

Asia-Pacific Economic Cooperation 

Agency Query System 

Assistant Secretary for Policy 

America's Talent Bank 

Bureau of Labor Statistics 

Consumer Expenditure Survey 

Center tor Employment Training 

Code of Federal Regulations 

Case Management System 

Consolidated Omnibus Budget Reconciliation Act 
Certified Public Accountant 

Consumer Price Index 

Consumer Price Index Board 

Consumer Price Index Improvement 

Consumer Price Index Revision 

Civil Rights Center 

Case Tracking Information System 

Casework Tracking System 

U.S. Department of Defense 

U.S, Department of Interior 

U.S, Department of Justice 

U.S, Department of Labor 

Department of Labor Accounting and Related Systems 
Department of Labor's National Council of Federal Labor Lodges 
U.S. Department of Transportation 

Disabled Veterans’ Outreach Program 

Extended Benefits 

Employment Cost Index 

U.S. Department of Education 

Equal Employment Opportunities 

Equal Employment Opportunity Commission 
Electronic Funds Transfer 

Employment Laws Assistance for Workers and Small Businesses 
Enforcement Management System 

Exemplary Public Interest Contribution Award 
Employee Retirement Income Security Act 


Strategic Plan FY 1999 - FY 2004 
United States Department of Labor 


[® 


KS U.S, Employment Service 

KSA Employment Standards Administration 

ETA Employment and Training Administration 

EVE Exemplary Voluntary Efforts Program 

FBI Federal Bureau of Investigation 

FECA Federal Employees’ Compensation Act 

FEMIA Federal Financial Management Improvement Act 
FERSA Federal Employee Retirement Security Act 

KFMIA bederal Financial Managment Improvement Act 
KM Financial Management 

FMFIA Federal Management Financial Integrity Act 
FMLA amily and Medical Leave Act 

FY Fiscal Year 

GAO General Accounting Office 

GDP Gross Domestic Product 

GED General Education Diploma 

GMRA CGiovernment Management Reform Act 

GPRA Government Performance and Results Act 

GSA General Services Administration 

GSP Cieneralized System of Preterences 

HHS U.S. Department of Health and Human Services 
HIPAA Health Insurance Portability and Accountability Act 
HR Human Resources 

HUD U.S. Department of Housing and Urban Development 
HVRP Homeless Veterans Reintegration Project 

ICSP linterageney Council on Statistical Policy 

IF ls International Financial Institutions 

ILAB Hureau of International Labor Affairs 

ILO International Labor Organization 

IMIS Integrated Management Information System 

INS Immigration and Naturalization Service 

IPAs Interagency Personnel Arrangements 

IPEC International Program on the Elimination of Child Labor 
IRS Internal Revenue Service 

IT Information Technology 

JOLTS Job Openings and Labor Turnover Survey 

JTPA Job Training Partnership Act 

LABSTAT Public access Web sire for Labor Statistics 

LMI Labor Market Information 

LMRDA Labor-Management Reporting and Disclosure Act 
LVER Local Veterans’ Employment Representative 

MOA Methods of Administration 

MOU Memorandum of Understanding 

MRC Management Review Council 

MSHA Mine Safety and Health Administration 
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NAALC North American Agreement on Labor Cooperation 

NAFTA North American Free Trade Agreement 

NAICS North American Industry Classification System 

NASA/WREI National Aeronautics and Space Administration/ Women's Research, 
NCOA The National Council on the Aging, Ine. 

NIOSH National Institute for Occupational Satety and Health 

NIST National Institute of Standards and Technology 

NORA National Occupational Research Agenda 

NSF National Science Foundation 

NSOL National Solicitor of Labor 

NSSH National Skills Standards Board 

OA Outreach and Admissions 

OASAM Office of the Assistant Seeretary for Administration and Management 
OATELS Office of Apprenticeship Training, Employer and Labor Services 
OCFO Office of the Chiet Financial Officer 

OECD Organization for Eoonomie Cooperation and Development 

OEIS ESA-OFCCP Execution Information System 

OFCCP Office of Federal Contract Compliance Programs 

OG Offive of the Inspector General 

OLMS Office of Labor-Management Standards 

OMB Office of Management and Budget 

OMS Outcome Measurement System 

O*NET Occupational Information Network 

OPIC Overseas Private Investment Corporation 

OPM Office of Personnel Management 

OPTMS OSHA Performance Tracking and Measurement System 

OSBP Office of Small Business Programs 

OSHA Occupational Safety and Health Administration 

OTAA Office of Trade Adjustment Assistance 

OWCP Office of Workers’ Compensation Programs 

PBGC Pension Benefit Guaranty Corporation 

PEPNET “Promising and Effective Practioes Network” 

PPI Producer Price Index 

PRISM Participant Records Information System Management 

PWBRA Pension and Welfare Henetits Administration 

PY Program Year 

QOP Qantum Opportunity Program 

SBA Small Business Administration 

SBDC Small Business Development Center 

SBREFA Small Business Regulatory Enforcement Fairness Act 

SESA State Employment Security Agency 

SHC Satety and Health Center 

SIC Standard Industrial Classification 

SIMPOC Statistical Information and Monitoring Programme on Child Labor 
SOL Office of the Solicitor 
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SPIR 
SSA 
STW 
SYETP 
TAA 
TAA/NAFTA 
TANF 
TRA 
TUR 

Ul 
UN/CSW 
USAID 
USDA 
USG 
UTRI 
VA 
VETS 
VPP 
VR&C 
WH 
WDS 
WER 
WHD 
WHISARD 
WHMIS 
WIA 
WIASR 
Wikis 
WISER 
WOTC 
WiW 


Standardized Program Information Report 

Sooial Seourity Adiinistration 

Nohoal-ta- Work 

Summer Youth Employment and laining Program 
Trade Adjustinent Assistance 


Trade Adjustinent Assistanoe and North American Free lyade Agreement 


Temporary Assistance for Needy Families 
Fechnical Review Hoard 

Total Unemployment Rate 

Unemployment lnsurance 

United Nations/Commission on the Status of Women 
U.S. Ageney tor International Development 

U.S. Department of Agriculture 

U.S. Government 

Urban Technical Resources Initiative 

U.S. Department of Veterans Affairs 

Veterans’ Employment and Training Service 
Voluntary Protection Program 

Vocational Rehabilitation and Counseling 
Wamen’s Hureau 

Workforce Development System 

The Warktoree Excellence Hoard 

Wage and Hour Division 

Wage Hour Investigator Support and Reporting Database 
Wage and Hour Management Information System 
Workforce Investment Act 

Workforce Investment Act Standardized Record 
Workforce Investment Hoarda 

Women’s lastitute for Secure Retirement 

Work Opportunity Tax Credit 

Weltare-to- Work 
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